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LABOUR RELATIONS IN INDIAN RAILWAYS 
WITH SPECIAL REFERENCE TO IT'S 
NORTHERN ZONE SINCE 1991 
(ABSTRACT) 
A railway occupies an important place among various means of 
transport in India. It helped the country to facilitate the gearing up of its 
economic growth through * enlarged employment opportunities and 
enhancing the to & fro movement of men and material. Indian Railways 
are the nation's life-line, being the main mode of transport in the country 
with a route length of 63,221 Km, moving on an average 1.5 million tones 
of freight and 14 million passengers per day, during 2003-04 and 
employing about 14,41,521 lakh people. The reorganization divided the 
railway network into 16 zones by adding 7 new railway zones. The zones 
are further divided into 67 divisions. Northern railway is the biggest zone 
serving six states and one union territory with 6,808 route Km, during 
2003-04. 
The globalized era of civilization based on the principle of maximum 
social advantage and mass production advocates rampant consumption 
enhancing a drain on the resources. The limited natural resources are 
being used to the brink of exploitation. Globalization on the one hand is 
beneficial to the consumers and provided the companies an unlimited 
horizon to work but simultaneously has created an environment of cut 
throat competition putting severe strain on all factors of production. Human 
factor which is dynamic and responsive feels the pinch hardest, often 
leading to strained relationships amongst various segments of employees 
in an organization. 
Labour relations which occupy a prominent place in the modern set 
up, is assuming increasingly dynamic importance in Indian Railways too 
with its ever expanding operations. The purpose of maintaining 
harmonious labour relations in Indian Railway is to promote the growth of 
Railways by prescribing the legitimate rights of both employees and 
employer, providing systematic procedures for preventing conflict between 
their respective rights. 
Labour relations in Indian Railways in the recent years have been 
subjected to welcome changes and emphasis now is on the adoption of 
new practices The study on Labour relations in Indian Railways is an 
important aid to know the past and present labour relation practices in 
Indian Railways. It also examines the issues affecting the relationship 
between the labour, management and respective Unions. It further 
suggests measures to make Indian Railways more efficient and 
productive. 
After a careful and an elaborate review of literature in the field of 
personnel management, industrial relations, labour relations, it has been 
observed that no scientific study has yet been conducted in the field of 
labour relations in public sector and particularly for Indian Railways. 
Hence, an attempt has been made to study labour relations in Indian 
Railways. As for efficient and proper functioning of Railways, it is 
necessary that emphasis should be made to organise and maintain proper 
industrial relations so that the railways may be able to render efficient 
service to the nation. 
Industrial relations are relations between employee and employer in 
their day-to-day work. Hence, it is an on - going relationship. The scope of 
industrial relations include: 
(a) Relationship among employees, between employees and their 
supervisors or managers. 
(b) Collective relations between trade unions and management. It is 
called union-management relations. 
(c) Collective relations between trade unions, employer's association 
and government. 
Against the given background the present study has been 
conducted with the following objectives: 
1. To analyse the concept of labour relations and examine the 
emerging issues. 
2. To record the performance and growth of Indian Railways in 
general and that of Northern zone in particular. 
3. To take a stock of labour relations and trade unions in Indian 
railways and measure satisfaction level of employees in Northern 
Zone Railways. 
4. To study the labour relations in Northern zone vis-a-vis Indian 
Railway. 
5. To assess the influence of (Union - Management Relations) on the 
productive efficiency of the Railways. 
6. To suggest appropriate measures to strengthen the Labour 
Relations in order to improve the efficiency of the Railways. 
Keeping in view the objectives of the study the following hypotheses 
have been developed: 
HOi It is assumed that the recruitment policy, selection procedure, 
training schemes, transfer policy, promotion policy, (personnel 
policies) prevailing in Northern zone of Indian Railways are not 
satisfactory of the personnel including employees of all categories 
i.e. 'A', 'B', 'C & 'D'. Category 'A' are Administrative Officers, 
Category 'B' are Assistant Administrative Officers, Category 'C 
are Inspectors/Supervisors and Category 'D' are Labour Class, 
The alternative hypothesis suggests that the policies under review 
are satisfactory including category 'A', 'B', 'C & 'D'. The referred 
policies are found to be in accordance with the personnel policies 
and procedures applied in Northern Railways. 
HO2 It is presumed that the policy with regard to wage/salaries to the 
employees in different categories are not satisfactory and not in 
accordance with the need of the employees. The alternative 
hypothesis however, suggests that the policy for wage to the 
employees in different categories are satisfactory and are in 
accordance with the need of the employees and employers. 
HO3 It is assumed that the welfare facilities i.e. financial (a) Bonus (b) 
Provident Fund; Non-financial (a) Housing (b) Medical are not 
satisfactory for all the categories i.e. 'A', 'B', 'C & 'D'. The 
alternative hypothesis suggests that the welfare facilities to the 
employees of Northern Railways of different categories are 
satisfactory and are in accordance with the need of the employees 
and employers. 
HO4 It is assumed that the Union and Management attitude towards 
the workers of different categories in Northern Railways are not 
satisfactory. The alternate hypothesis suggests that the Union and 
Management attitude towards the workers of different categories 
are satisfactory and is in accordance with the need of the workers. 
HO5 It is assumed that the employees of different categories in 
Northern Railways are not in favour of organizing the strikes. The 
alternate hypothesis suggests that the employees of different 
categories in Northern Railways are in favour of organizing the 
strikes. 
HOs It is assumed that the participative scheme, procedure of taking 
redressing grievances and setting disputes of the employees of 
different categories are not satisfactory in Northern Railways. The 
alternate hypothesis suggests that the participative scheme, 
procedure of taking redressing grievances and setting dispute of 
the employees of different categories are satisfactory in Northern 
Railways. 
HOi The calculated value is greater than the tabulated value for 
categories 'A' and 'B', hence, v^ e reject null hypothesis and 
accept the alternative hypothesis for category 'A' and 'B'. For 
categories 'C and 'D' null hypothesis is accepted and alternate 
hypothesis is rejected. Regarding the policies for recruitment and 
promotion the null hypothesis is accepted and alternate 
hypothesis is rejected. In the case of selection, transfer and 
training policies the alternate hypothesis is accepted and the null 
hypothesis is rejected. 
HO2 Null hypothesis is accepted and'alternate hypothesis is rejected. 
HO3 For the verification of third hypothesis. For categories 'A' and 'B' 
null hypothesis is accepted and alternate hypothesis is rejected 
for categories 'C and 'D' null hypothesis is rejected and alternate 
hypothesis is accepted. For bonus, housing and medical policies 
null hypothesis is accepted and alternate hypothesis is rejected. 
Out of four policies regarding v^elfare facilities provident fund 
policy rejected the null hypothesis and accept the alternate 
hypothesis. 
HO4 For categories 'A' and 'B' null hypothesis is rejected and alternate 
hypothesis is accepted. In case of 'C and 'D' null hypothesis is 
accepted and alternate hypothesis is rejected. For Union activities 
alternate hypothesis is accepted and null hypothesis is rejected. 
For management attitude null hypothesis is accepted and 
alternate hypothesis is rejected. 
HO5 Null hypothesis is rejected and alternate hypothesis is accepted. 
HOe Null hypothesis is accepted and alternate hypothesis is rejected. 
Industrial conflict is an endogenous component of the employer, 
employee relationship. It may be defined as a situation in which the 
condition, practices or goals of the different parties are incompatible and 
the parties are aware of this incompatibility. Over conflict breaks out 
usually in the form of strike, where the employees collectively withdraw 
their service in order to secure immediate fulfilment of their demands. The 
change in economic policy, make challenge for labour relations. Thus, 
Labour policy remains to be reformed in India at the earliest to cope with 
the globalisation of Indian economy. 
Indian Railway are the life line of the country and is considered as 
the principal mode of transport. The Railway network in India not only 
serves to unify the country but also plays, a vital role in economic 
development and industrialization of the country. No other means of 
transport is as important as the Railways for inter regional movement. 
During 2003-04 they have a route kilometres of 63221 about 27 per-cent 
has been electrified. There have been steady increase in the volume of 
passenger traffic both in terms of number of passenger and passenger 
kilometres during 2003-04. Passenger originating have, increased by 298 
per-cent and 713 per-cent passenger kilometres. There is an increase in 
revenue earning traffic and 914 per-cent in revenue net tonnes kilometres. 
The ministry functions under the guidance of the Minister of Railway 
assisted by two minister of state for railway's. The management and 
formulation of policy are interested with the railways Board comprising the 
Chairman, financial commissioners and five functional members. Wide 
powers are vested in the Board to supervise effectively and control the 
Zonal Railways, Metro Railway Kolkata, the production units, construction 
organisations and other Railway establishment. These are generally 
headed by General Managers heads each zone. The Zones are further 
grouped into 67 operating divisions under Divisional Railway Managers for 
better management. Indian Railways has been recently reorganized into 
16 Railway zones by adding 7 new Railway zones. 
The Railways could not improve their performance due to numerous 
factors discussed below: 
It has been estimated by the working group that at the end of the 
ninth plan, Indian railway would require Rs. 65,000 crore as against Rs. 
27,202 crore in the eighth plan for the movement of 525 million tonnes of 
revenue earning traffic. The ninth plan assumes an annual growth rate of 5 
per-cent in freight and 3.1 per-cent in passenger traffic. There is yet 
another assessment that the nation would be better served by a higher 
growth of 7-8 per-cent this would mean that Indian Railway would require 
an investment of around 85,000 crores's of rupees. The scale of 
investment require a much higher level of budgetary support and market 
borrowings and also correctiveness in the passenger fare and freight tariff 
rates for funding new projects need to be done. The share of investment 
going to transport was very substantial in the initial plans, the railways 
enjoying half of transport investment but the proportion of funding going to 
transport dropped over the sixties and eighties. That evolution translated 
into a continuous decline in the percentage of investment in rail. 
There have been decline in percentage of investment in rail from 
10.30 per-cent in fourth plan, 5.3 per-cent in fifth plan, 6.0 per-cent in sixth 
plan 7.6 per-cent, in seventh plan, 6.3 per-cent in eighth plan and 5.3 per-
cent, in ninth plan. The ninth plan covering the 1997-2002 period, including 
very big investment in favour of road network. 
The declining support accompanied with short fall in revenue has 
affected the railways plan for acquisition of locomotives, coaches and 
wagons. The net result has been that an alarming deterioration in the 
financial condition of railways and inability to undertake the investment 
needed to improve railway transport service and unable to meet the 
growing global challenges i.e. competitiveness and modernization. So 
there is a need of an appropriate financial support for its growth and 
expansion. 
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Over the years, Indian railways freight business is showing an 
annual increase in growth but there share of the total transport output in 
the country has been showing declining trend. The Railways are generally 
better suited for carrying freight traffic for long distance and is also cost 
effective still traffic is getting diverted to different modes of transport which 
is harmful not only for railway finance but also for country in terms of 
efficient utilization of energy and resources. 
The railways share in transport market has declined from 74 per-
cent to 27 per-cent in the passenger km and 89 per-cent to 44 per-cent in 
freight and the road sector share has increased from 26 per-cent to 73 
per-cent in passenger km and 11 per-cent to 56 per-cent in freight traffic. 
The drop in market share was due to low quality of service. Railways are 
able to provide services, which are unfortunately marked by highly 
inadequate availability of door-to-door facility, high transit time and poor 
predictability of arrivals. Unless the railways stop this erosion in their 
market share, there is little hope for them to improve their financial health. 
The possibility of moving much shorter train loads could become a 
significant option. Since the micro - processor based innovations recently 
made by the Konkan Railway corporation team headed by B. Rajaram, 
could being the Indian railways to the door steps of revolutionary changes 
like introduction of moving block system instead of the centuries old 
absolute block system in train operations. This could lead to a massive 
escalation in line capacity which would allow the movement of a very large 
number of short length freight trains and this enable the Indian Railways to 
reverse the policy of moving mainly long, point to point unit trains which 
they were forced to adopt in the early eighties. 
The capital base, which includes capital at charge and investments 
from the capital fund has grown 56 percent from Rs. 22,712 crore in 1995-
96 to Rs. 43,051.88 crore in 2000-01 However the ratio of net revenue to 
capital at charge has fallen to 2.49 percent as against over 14.92 
percentage just five year ago. Which clearly indicates the railways have 
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continually invested in unprofitable projects which costs thousands of 
rupees but had very low rate of return. Even the operating ratio which is 
the amount of money spend by the railway to earn every Rs. 100, has 
worsened from 82.45 percent in 1995-96 to 98.34 percent for year 2000-
2001. 
Therefore, the railways may not be able to ask the finance ministry 
to borrow more money from the market. To overcome this crisis there is a 
need to stop un-remunerative investments and there must be cost 
reduction in every respect of functioning of organisation. 
Indian Railways currently has the biggest workforce of all the 
railways in the world i.e. 15,10800 as on 31st March 2002. During 2000-01 
the ratio of staff cost on open line (excluding payment towards pension 
and gratuity) to ordinary working expenses was 18,841.40 crore and about 
47 per-cent of total working expenses. With this there is also a substantial 
burden of pension liability of the railways which was Rs.6,000 crore in 
2000-01. 
Indian Railways with its excessive manpower has not kept pace 
with technology up-gradation and with this productivity of Railway staff was 
low as compare to its strength. This has made railways incapable of 
coping with increasing transport demand. Therefore, a comprehensive 
plan for human development is required to upgrade skills, retain work and 
achieve higher productivity. 
The core business of Railways is transporting people and goods 
and it depends on passenger fares and freight changes to earn revenues. 
While in 1995-96 freight traffic earned Rs. 1529.04 crores (68.2 per-cent) 
passenger traffic earned Rs.6124.49 crores (27.3 per-cent). In 2001-02 
freight traffic earned Rs.2485.4 increase (65.6 per-cent) and passenger 
traffic earned Rs.11196.45 crores (29.5 per-cent). It shows an imbalance 
composition in railways earnings. The important point however is the 
relative profitability of both the revenue streams. The present profitability 
shows by "the economic times" for freight revenues was +26 per-cent and 
passenger revenue ran at a loss of 40 per-cent. It indicates that passenger 
fares are heavily subsidized. This must be reduced to the minimum. 
Thus, there is need to make corrections in these imbalance by 
establishing an independent rail tariff regulatory authority for tariff fixation 
at technical and commercial basis to keep the growth of passenger 
earnings at balance level and also rationalization of passenger services, 
and quality of service, curtailing costs which will permit Indian Railways to 
charge differential fares which they are willing to pay for varying services 
with distinct quality attributes. The passenger tariffs can also be revised 
with the elasticity of demand for the different classes of travel. 
The future of rail freight in India seemed bright. The burden of 
passenger traffic grew heavier. About 60 per-cent of rail transport efforts 
are consumed by passenger service, but contribute just about 30 per-cent 
of revenues, making freight the poor cousin of the railway family. The fact 
is that from 1950-1970 economic growth imperatives justified massive 
investment in the railways as part of the first five-year plans enabling India 
railways rail freight service to triple in tvyenty years from 37,565 million in 
1950-51 to 72,333 million in 1960-61 to 110,696 million in 1970-71. It 
seemed at the time that freight might catch up with passenger traffic, 
which itself had increased from 66.517 million passenger km to 110,120 
million over the same period. However, the trend change with the fifth five 
year plan (1974-1978) which focussed on improving the road network at 
the same time as Indian Railways came under political pressure to expand 
its passenger service to the full. Unlike Indian Railways passenger traffic, 
which was given priority, rail freight's rise slowed down. 
Rapidly growing competition from the roads, and more insufficient 
specific investment in rail freight, the freight pricing policy (which has been 
designed to cross subsidies the low passenger service), the price 
differential between commodities trend (which makes only low value 
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commodities stuck to rail transport) and decline in wagon fleets, made 
decline in freight traffic market share from 89 per-cent to 40 par-cent. In 
these circumstances, the railway required to adopt the RORO (Roll-on 
Roll-off) scheme of Konkan railways enabled carrying loaded truck directly 
on the railway wagons. 
Thus reducing the expenditure on diesel decongest national 
highway and reduce the pollution level along route and also rationalise the 
freight tariff and improvement in quality of service can attract traffic. 
It may be observed that Indian Railways have long been the back 
bone of the Indian transport infrastructure. The country has been fortunate 
in the existence of a widespread rail network across the country. However, 
the railways have experienced significant financial deterioration over the 
last decades, diminishing share in the national transport market, 
imbalances between freight and passenger traffic earnings, 
unremunerative investments, overstaffing etc. This has hampered their 
ability to modernise and to achieve higher efficiency level for the benefit of 
their customers both passenger and goods traffic. 
The time is now ripe for the railways to launch a bold new 
programme for modernisation and expansion of key remunerative routes. 
The railways should reduce the subsidies in passenger fares, and 
rebalance freight traffics to economically competitive levels. There is a 
need to reorient themselves to a much more customer focussed approach 
in the provision of both freight and passenger services, so that the Indian 
railways will become effective and there impact will be felt largely on the 
movement of Goods and passengers. 
The recruitment procedure have also been streamlined It has 
increasingly been realised that the Railways are not functioning with great 
efficiency and economy. The most serious difficulty of the Railway 
administration is that they have to face a very high degree of political 
interference in the administrative functions. It was also found that the 
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wages of railways employees are lower compared to that of other 
departments of the Government. Despite expansion of training facilities, 
the performance of Indian Railways has not been expressive 
Collective bargaining and collective agreements reached in PNM 
and JCM prevented industrial conflicts in Railways during year i e from 
1961-62, 65-66, 1975-76 to 1977-78, 1979-80, 1982-83 to 1985-86, 1987-
88 and 1988-89, 1991-2001 Workers participation in management 
programme, which was expected to supplement bargaining along with 
PNM and JCM, failed to prevent major industrial conflicts in the year 1974-
75 and 1980-81, Major conflicts were also caused by union nvalry 
between the AIRF and NFIR Lack of commitment on the part of 
management to unions seemed to have contributed to the failure of labour 
relations. 
The analysis revealed that there were two contrasting trends in the 
labour relations of Indian Railways An attempt has been made to search 
for the positive factors for these two trends It was found that the 
Management's labour relations orientation (adversial/cooperative) and its 
strategy for dealing with the high power unions (attempting to weaken the 
unions) allowing the unions to main status quo and seeking the 
cooperation had largely influence the productive efficiency The 
approaches and strategies of the management could by an large fit into 
Richard E Walton's framework of managements labour relation orientation 
and its strategy dealing with "high power" unions. From the analysis it is 
concluded that if the Management adopts a "cooperative" labour relations 
orientation and allow the high power union to maintain status quo and 
seek its cooperation in the Management it efforts to enhance the 
productive efficiency of the organization Conversely if the management 
adopts an "adversial" labour relations orientation and adopts the strategy 
of weakening the high power unions, the same may prove determinant to 
the Management efforts to improve the productive efficiency of the 
railways 
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Thus it shows that good labour relations are contributing to 
productive efficiency. The study further reiterates that managerial militancy 
is equally responsible though not more than the union militancy, for low 
productive efficiency. Now a days Union Acts as a responsible and 
constructive trade union. Thus due to Union Management Cooperation 
strikes are declining. In order to know the opinion of the workers about the 
existing problems of labour relations in Northern Railways. A sample 
survey has been done with the help of questionnaire to know the degree of 
job satisfaction among the workers. A random sample survey of 100 
workers from Northern Railways was made by arranging personnel 
interviews with the respondents at the stations, railway offices, trade union 
offices. To know the reactions and to locate problems which are not easily 
in overt action of workers. 
Some of the dissatisfied aspects in Northern railways are fewer 
recruitment have been made for last many years. Employees of categories 
'C and 'D' feels that the recruitment policy of railways are oppressive and 
exploitative nature. For the promotion policy the employees feel that the 
productivity and efficiency must be promoted while showing dissatisfaction 
on promotion policy demand large weightage to the seniority along with 
merit. Employees of Indian Railways are not satisfied with wage policy 
they express the dissatisfaction when they compare their wages with other 
public sector enterprises regarding the bonus in 42 per-cent opined 
favourably saying they are getting a minimum bonus i.e. 2500+DA x 60 
days. Each and every employee receive less than Rs.5000/- Majority of 
respondent reported that the management of railways does not encourage 
worker's participation in management. Machinery operating for the 
settlement of disputes are not very active. It is therefore, essential that the 
management should take special measures to increase the job satisfaction 
of the employees of Indian Railways to increase the productivity of 
railways. 
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In brief it is revealed out on the basis of the study made so far, 
labour relations on the basis of strikes are satisfactory. For instance 
avoidance of strikes in organization should not be the ultimate goal. The 
labour relation should be judge on the other aspect of labour relations 
also. 
In order to improve the Railway Conditions, the following Measures 
should be Adopted 
• Labour reforms must be updated to empower the Railways from 
Grassroots level. 
• There is a need to make customer focussed approach in the 
provision of freight and passenger service. 
• It is extremely essential that there must be commercialisation of 
Railways huge investment by taking loans from various source, by 
disinvestment of productive units to modernise the railways. 
• Railways must stop unremmunerative investment and introduce 
performance improvement programmes with improved cost 
accounting culture. Once the proper cost accounting culture 
developed in Railways, the pricing, marketing and investment 
policies will evolve automatically. 
• Indian Railways must take decision for right sizing the manpower 
and the measures must be taken to raise manpower productivity 
and with this increase emphasis is also being laid on retraining of 
staff. 
• In order to win back the traffic Indian Railways has to move towards 
integration and partnership with complementary entities in other 
modes of transport system. 
• Before recruitment a thorough survey must be done by RRBs in 
order to appoint an appropriate candidate for the vacancy at proper 
place and time for making recruitment policy more efficient. 
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Wage policy must be revised, time and again so that the workers 
can keep pace with the changing world economy. 
Participative management must be encouraged to make employer 
and employees relationship more viable. 
Workers must make aware of the training systems. They must be 
encourage to take up training, required according to their posts, 
departments etc. That is to say that the workers should be 
accustomed for the sake of development and changing world 
scenario. 
The management should adopt a cooperative outlook to maintain 
cordial labour relations. 
15 
LABOUR RELATIONS IN INDIAN RAILWAYS 
WITH SPECIAL REFERENCE TO IT'S 
NORTHERN ZONE SINCE 1991 
.^THESIS , 
SUBMITTED FOR THE AWARD OF THE DEGREE OF 
I IN COMMERCE J 
o , 
iW 
^ 
L 
^ C . BY 
ij^meet IKaur 
Under the Supervision of 
PROF. QAMARUDDIN KHAN 
Dean & Chairman 
DEPARTMENT OF COMMERCE 
ALIGARH MUSLIM UNIVERSITY 
ALIGARH (INDIA) 
2005 
T6878 
Phonei J Externa l: (0571) 2703661 
\ Internal : 3505 & 3506 
DEPARTMENT OF COMMERCE 
CHAIRMAN V^.'^^y ALIGARH MUSLIM UNIVERSITY 
ALIGARH-202 002 INDIA 
Dated D.-iL:..^£r 
CERTIFICATE 
This is to certify tha t the work presented in th i s 
thes is entitled, "Labour Relations in Indian Railways 
with Special Reference to It's Northern Zone Since 
1991" is original, carried out by Mrs. Ameet Kaur 
under my supervision and is suitable for submiss ion for 
the award of Ph.D. degree in commerce of th i s 
University. 
(Prof. Qamaruddin Khan) 
Dean 8& Chairman 
Department of Commerce 
A.M.U, Aligarh 
JLc^owCedgements 
(Bowing my head to the afmighty who is omnipresent, omnipotent 
and omniscient for 7(is unCimitecC SCsssings, which provides me opportunity 
and strength in the successfuf compCetion of my study. 
I am highCy indebted to my supervisor (Prof. Qamaruddin %fian, the 
Chairman, (Department of Commerce and the (Dean, TacuCty of Commerce, 
J^.94.1)., J^Cigarhfor his guidance and inspirations throughout my worh^ I 
am unabte to e^cpress my oBfigations and gratitude towards him in words. 
Jde gave me vaCuaSCe suggestions and enriched me with Cots of 
informations. Ode enCightened me with a vast and varied ejqperience in the 
subject and gave me the Ciherty to encroach upon his precious time. 
With equaCsincere gratitude, I also feeCvery gratefuCto <Prof. ^ sho^ 
MittaC, the Chairman, (Department of Economics, Jl.MlJ. JlCigarh, who 
has Been a continuous source of inspiration and encouragement to me. 
I wish to put my immense gratitude to (Dr. Ji.Q^ Xfian, (Department 
of Commerce, JA.9d.V., Jlfigarh whose whole hearted invofvement, constant 
inspiration, invaCuaBCe advice and encouragement made this wor^possiBCe 
in its present form. O^o amount ofthan^ or gratitude can 6e sufficient for 
his contriSution to my wor^ 
I am deepfy indeStecC to (Dr. Imran Sakem, (Department of 
Commerce, JA..M.V., Migarfi, who evincedpersonaCinterest in my wor^and 
sought to resoCve my difficuCties from time to time and helped me in 
completing this wor^ I am equaCCy than^C to aCC my teachers in the 
(Department for their constructive andtimeCy suggestions. 
SimiCarCy, my sincere fhan^ are due to aCCmy Satchmates andweCC 
wisher for their heCp and especiaCCy to TaBassum whose friendship, moraC 
support heCpedme in completing this study. 
I am much gratefuC to the executive and non-executive staff, 
worl^ers, andJAI(^ Trade Vnion Treasurer Mr. S.(P. Singh who heCpedme 
unreservedCy in the coCCection of necessary data. 
I am also indehted to the queers and LiSrarian of the (RfiiCway 
(Bhawan, (Baroda House, Mauhina J^zadfor ey^ending to me the necessary 
heCp and cooperation in cotCecting the desired information. I must aCso 
than^ Mr. JiCi Hasan Kfian, Mr. Kfiwaja (Pervez, Mr. Mohd. A^am and 
Mr. Anees Ahmad for aCC ^ nds of cooperation shown 8y them during the 
progress of tfiis wor^andMr. JameeCJifinuuf 7(fian for typing this thesis 
neatCy at a very short notice. 
I am expremeCy gratefuCto myTfushand, VishaCwho has Been a great 
source of strength to me in my research pursuits, without his Cove and 
cooperation this ivor^ivouCdnot have Been completed. 
I aCso feeC indeBted to my sisters,^ Qunjan, Vinni and Brother, Shiny 
for Boosting up my moraC and heCping me in each and every path of my Cife. 
At Cast, But not the Ceast whatever I have achieved, it is onCy Because of the 
encouragement and patronage of my (Dadu, my (Pappa and my Mummy, to 
whom I dedicate my thesis. 
ia%flur) 
CONTENTS 
Page No. 
Acknowledgements 
List of Tables 
List of Graphs/Flowcharts/Diagrams 
Preface 
CHAPTER-1 REVIEW OF LITERATURE AND FRAWIEWORK OF 
1.1 
1.2 
1.3 
1.4 
1.5 
1,6 
1.7 
1.8 
1.9 
1.10 
1.11 
1.12 
THE STUDY 
Introduction 
Statement of Problems and issues 
Review of Literature 
Research gap 
Scope of the study 
Objectives of the study 
Hypotheses 
Methodology 
Scheme of the Study 
Limitations of the Study 
Conclusion 
References 
CHAPTER-2 LABOUR RELATIONS - A CONCEPTUAL 
2.1 
2.2 
2.3 
2.4 
2.5 
FRAMEWORK 
Introduction 
Labour Relations - a Conceptual Framework 
The Concept Accepted for the Study 
A Perspective on Labour Relations 
(a) Dunlop's Industrial Relations System theory 
(b) Social Framework of Industrial Relations 
(c) Unitary and Pluralist Approach 
(d) Minnesota Model of Industrial relations 
Developments in the Field of Industrial Relations 
l-lll 
IV 
V-VI 
1-21 
1-2 
2-4 
5-13 
13 
13-14 
14 
14-16 
16-17 
17-18 
18 
18-19 
19-21 
22-55 
22 
23-27 
27-29 
29-31 
31-34 
34-35 
35 
36 
36 
(a) A New Contest 36-37 
(b) Decline in Manufacturing and Post-Fordism 37 
(c) Trade Union 37-38 
(d) Collective Bargaining 38 
(e) Quality of Working Life (QWL) 38 
(f) Human Resource Management (HRM) 39 
2.6 Impact of Economic Relations in India on Labour Relations 39 
(a) Labour Relations in India since 1991 39-40 
(b) New Industrial Policy (NIP), 1991 40-41 
(c) Privatization and Labour Relations 41-42 
(d) Employment and Labour Relations 42-44 
(e) Labouir Laws and Labour Relations 44-47 
(f) Strikes and Lockouts 47 
(g) Trade Unions 48 
(h) Management/Employers 48-49 
(i) State 49-50 
2.7 Future Labour Relations 50-52 
2.8 Conclusion 52-53 
2.9 References 53-55 
CHAPTER-3 INDIAN RAILWAYS - AN OVERVIEW 56-90 
3.1 Introduction 56 
3.2 Historical Background 57 
(i) Period of Old Guarantee System (1844-69) 57-58 
(ii) Period of State Construction Management (1869-81) 58 
(iii) Period of New Guarantee System to 1^' World 
War Period (1882-1912) 59 
(iv) Period from 1** Worid War to World Depression 
(1913-1929) 59.60 
(v) Period of Depression to Second World War 
(1931-1946) 60 
3.4 
3.5 
3.6 
3.7 
3.8 
3.9 
(vi) Development of Railways since Independence 
3.3 (i) Route length 
(ii) Passengers Business 
(iii) Freight Business 
(iv) Traction Inputs 
(v) Finance of Indian Railways 
Recruitment and Selection 
Organization and Administration 
(i) Ministry of Railways 
Wages to the Employees 
Personnel and Manpower Planning 
Training and Development 
(i) Training Programmes 
Conclusion 
3.10 References 
CHAPTER-4 LABOUR RELATIONS IN INDIAN RAILWAYS 
4.1 Introduction 
4.2 The Economic Reforhns and Labour Relations 
4.3 Trade Union Movement in Railways 
4.4 Collective Bargaining 
(1) Permanent Negotiation Machinery (PNM) 
(2) Joint Consultative Machinery (JCM) 
4.5 Corporate Enterprise Group 
4.6 Industrial Disputes 
(a) Industrial Disputes (1950-51 to 1990-91) 
(b) Industrial Disputes (1990-91 to 2000-01) 
4.7 A Framework for the two Contrasting Approaches 
and Strategies 
4.8 Conclusion 
4.9 References 
60-61 
62-63 
63-64 
65-66 
66-67 
67-71 
71-72 
72-74 
76-78 
78-79 
79-85 
85-86 
86-87 
88 
88-90 
91-121 
91-94 
94-96 
96-100 
100 
100-102 
102-104 
104-109 
109-110 
113-114 
114-117 
117-118 
118-119 
119-121 
CHAPTER-5 NORTHERN RAILWAYS AND LABOUR RELATIONS- 122-155 
A PERSPECTIVE ANALYSIS 
5.1 Introduction 122 
5.2 Northern Railway - An Overview 122-125 
(a) Labour Relations 125-127 
(b) Areas of Problem 128 
(c) Number of Personnel 128-129 
(d) Railway Recruitment Board 129 
(e) Human Resource and Manpower Planning 129-130 
5.3 Sample Survey 130-154 
5.4 Verification of Hypotheses and Findings 154-155 
5.5 Conclusion 155 
5.6 References 155 
CHAPTER-6 CONCLUSION AND SUGGESTIONS 156-165 
ANNEXURES 166-193 
BIBLIOGRAPHY 194-202 
LIST OF TABLES 
Table No. 
3.1 
3.2 
3.3 
3.4 
3.5 
3.6 
3.7 
4.1 
4.2 
Title 
Showing the Division of Railways in Different 
Zones. 
Showing the Railways Route Length from 
1950-51 to 2003-2004. 
Showing the Trend of Passenger Business 
from 1950-51 to 2003-2004. 
Showing the Trend of Growth in Freight 
Operation from 1950-51 to 2003-04. 
Showing the Number of Locomotives and 
Wagons from 1950-51 to 2003-2004. 
* 
Showing the Revenue and Expenditure of 
Indian Railways from 1950-51 to 2003-2004. 
Showing the Number of Employees in Indian 
Railways Group-wise (in thousands), wage bill 
(in crore), and average of wage bill/employees 
(in rupees) from 1950-1951 to 2003-2004. 
Showing the Manday's lost due to Industrial 
Disputes in Indian Railways from 1950-1951 to 
1992-1993. 
Showing the Railway wise, Number of Mandy's 
Lost due to Industrial Dispute on General 
Railways. Railway Board and the Railway 
Officers 'B' from Group other than 'A' and 'B' 
from 1951-1952 to 2000-2001. 
Page No. 
61 
62 
64 
65 
67 
68 
81 
111 
112 
5.1 
5.2 
5.3 
5.4 
5.5 
5.6 
5.7 
5.8 
5.9 
5.10 
5.11 
5.12 
Showing the Performance of Northern 
Railways during 2003-2004. 
Showing the Performance of the Meetings for 
the year 2003-2004. 
Showing the Number of Employees in 
Northern Railways during 2003-2004. 
Showing the Number of Employees 
Department Wise in Northern Railways during 
2003-2004. 
Showing the Number of Training Centres with 
Number of Courses in Northern Railways. 
Showing the Workers Opinion Towards the 
Personnel Policies and Practices (in per-cent). 
Showing the Calculated t-value, (categories 
wise) for the Personnel Polices Prevailing in 
Northern Railways. 
Showing the Calculated t-value (policy wise) 
for the Personnel Policies Prevailing in 
Northern Railways. 
Showing the Worker's Opinion Towards the 
Wages and Salaries (in per-cent). 
Showing the calculated t-value for the Wages 
and Salaries. 
Showing the Worker's Opinion Towards the 
Welfare Facilities (jn per-cent). 
Showing the Calculated t-value (categories 
wise) for the Welfare Facilities. 
123 
126 
128 
129 
130 
132 
136 
136 
137 
138 
139 
141 
5.13 1 
5.14 
5.15 
5,16 
5.17 
5.18 
5.19 
5.20 
5.21 
Showing the Calculated t-value (policy wise) 
for the Worker Opinion Towards the Welfare 
Facilities Prevailing in Northern Railways. 
Showing the Worker's Opinion Towards the 
Union Activities and Management Attitude (in 
per-cent). 
Showing the calculated t-value (categories 
wise) for the Union Activities and Management 
Attitude (in per-cent). 
Showing the Calculated t-value (policy wise) 
for the Union Activities and Management 
Attitude Prevailing in Northern Railways. 
Showing the Worker's Opinion Towards the 
Organizing Strikes (in per-cent). 
Showing the Calculated t-value Towards 
Organizing Strikes in Northern Railways. 
Showing the Workers Opinion Towards the 
Participative Schemes, Procedures of taking 
Redressing Grievances and Setting Disputes 
(in per-cent). 
Showing the Calculated t-value (categories 
wise) for the Participative Schemes, 
Procedures of taking Redressing Grievances 
and Settlement of .Disputes. 
Showing the Calculated t-value (policy wise) 
for the Participative Schemes, Procedures of 
taking Redressing Grievances and Settlement 
of Disputes. 
142 
144 
145 
146 
148 
149 
150 
152 
153 
III 
LIST OF GRAPHS/FLOW CHARTS/DIAGRAMS 
Figure No. 
Fig. 2.1(A) 
Dig. 2.1(B) 
Fig.3.1(A) 
Dig. 4.1(A) 
Fig.5 (A) 
Fig.5 (B) 
Fig.5(C) 
Fig. 5(D) 
Fig. 5(E) 
Fig. 5(F) 
Title 
Showing the whole System of Labour 
Relations and the Linkage between the Human 
Resource Management and Labour Relations 
Showing the Economics System Overlap, and 
each system have different scope. 
Showing the Organization Structure of Indian 
Railways 
Showing the Framework given by Walton 
Showing the Graphic Representation of the 
workers Opinion Towards the Personnel 
Policies and Practices (in per-cent). 
Showing the Graphic Representation of the 
Workers Opinion Towards the Wages and 
Salaries (in per-cent). 
Showing the Graphic Representation of the 
Workers Opinion Towards the Welfare 
Facilities (in per-c6nt). 
Showing the Graphic Representation of the 
Workers Opinion Towards the Union Activities 
and Management Activities (in per-cent). 
Showing Graphic Representation of Workers 
Opinion Towards Organizing Strikes (in per-
cent). 
Showing Graphic Representation of Workers 
Opinion Towards the Participative Scheme, 
Redressal of Grievances and Settlement of 
Disputes (in per-cent). 
Page No. 
28 
31 
75 
117 
133 
137 
140 
143 
148 
151 
IV 
PREFACE 
Labour Relations play an important role in the success of an 
organization. Indian Railways are the biggest service industry employing 
14,4152 lakh workers spread over the length and breadth of the country. It 
is imperative that the customers are given the maximum comfort by 
ensuring safety, security and punctual running of the trains both freight 
and passengers. Thus, a dynamic effective work force and their 
management is essential for the success of the Indian Railways. 
The thesis entitled "Labour Relations in Indian Railways with 
Special Reference to Its Northern Zone since 1991" is an attempt to study 
the labour problems in Nortbern Railways. Labour relation is a fascinating 
subject for study, understanding, discussion and practice, as it covers the 
whole range of human relations within the industry. 
In any undertaking, good relations between the Management and 
workers depend upon the degree of mutual confidence. This in turn, 
depends upon the recognition by the employees of the goodwill and 
integrity of the Management in the day-to-day handling of questions which 
are of mutual concern. 
The first requisite for the development of good Labour relations is a 
good Labour policy. The aim of such a policy should be to secure the best 
possible cooperation of the employees. Every employee should have the 
opportunity to contribute not only his services, but his suggestions and 
V 
ideas also towards the common efforts. The employer, the personnel 
executive, the individual employee, trade unions, government and public 
play a signal role in the great task of fostering and maintaining good labour 
relations. It is the Management's duty to ensure a man's work a 
satisfactory and satisfying part of his life. Progress of industry means the 
economic development of the country. 
Labor relations in Northern Zone is satisfactory. For instance 
avoidance of strikes in organizations should not be the ultimate goal. The 
Labour Relations should be judged on job satisfaction. It is therefore that 
Railways should take special measures to increase the efficiency of the 
Railways. Against this backdrop, this study has been undertaken to 
threadbare examine and analyse the Labour relations in Indian Railways 
specially in the Northern zone. The study goes into different facets of 
Labour relations in Northern Railway zone such as, recruitment policy, 
wage policy, promotion policy, strikes and lockout, bonus and other 
benefits to the employees. Based on the statistical analysis, findings of the 
study have been arrived at and recommendations and suggestions have 
been given for overall improvement of Railways performance in the 
Northern zone. 
VI 
CHAPTER - 1 
REVIEW OF LITERATURE AND FRAMEWORK 
OF THE STUDY 
1.1. INTRODUCTION 
Railways occupy an important place among various means of 
transport in India. It helped the country to facilitate gearing up of its 
economic growth through enlarged employment opportunities and 
enhancing to & fro movement of man and material. Indian Railways are 
the nation's life-line, being the main mode of transport in the country with a 
route length of 63,221 Km, moving on an average 1.5 million tones of 
freight and 14 million passengers per day, during 2003-04 and employing 
about 14,41,521 lakh people. The reorganization divided the railway 
network into 16 zones by adding 7 new railway zones. The 2ones are 
further divided into 67 divisions. Northern railway is the biggest zone 
serving six states and one union territory with 6,808 route Km. during 
2003-04. 
The globalized era of civilization based on the principle of maximum 
social advantage and mass production advocates rampant consumption 
enhancing a drain on the resources. The limited natural resources are 
being used to the brink of exploitation. Globalization on the one hand is 
beneficial to the consumers and provided the companies an unlimited 
horizon to work but simultaneously has created an environment of cut 
throat competition putting severe strain on all factors of production. Human 
factor which is dynamic and responsive feels the pinch hardest, often 
leading to strained relationships amongst various segments of employees 
in an organization. 
Labour relations which occupy a prominent place in the modern set 
up, is assuming increasingly dynamic importance in Indian Railways too 
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with its ever expanding operations. The purpose of maintaining 
harmonious labour relations in Indian Railway is to promote the Growth of 
Railways by prescribing the legitimate rights of both employees and 
employer, providing systematic procedures for preventing conflict between 
their respective rights. 
Labour relations in Indian Railways in the recent years have been 
subjected to welcome changes and emphasis now is on the adoption of 
new practices The study on Labour relations in Indian Railways is an 
important aid to know the past and present labour relation practices in 
Indian Railways. It also examines the issues affecting the relationship 
between the labour, management and respective Unions. It further 
suggests measures to make Indian Railways more efficient and 
productive. 
1.2. STATEMENT OF PROBLEMS 
Laying the foundation of Indian Economy, Indian public sector 
Enterprises have played the pivotal role. Since independence private 
capital was shy towards the development of infrastructure and it was 
largely the public enterprises that assumed the responsibility for expanding 
the infrastructural facilities in the country so as to facilitate economic 
growth and development. 
Indian railway is no exception to the trend and occupies a place of 
pride in the economy in general and even amongst the public sector 
enterprises in particular. The expansion of Indian Railways covering a 
route length over 63,000 Kms and employing the largest number of 
employees is a notable success story. However, to ensure efficient and 
effective functioning of the organisation judicious and synthesized 
management not only of money, management, material or machinery is 
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required but, highly sophisticated management of human factor is an 
obvious prerequisite. 
Labour relations is an extremely important sub system of total 
Management of industrial enterprise. 'Since long time this aspect has 
remained neglected. But the emergence of the forces of industrial 
democracy and human relations movement in management have 
highlighted its importance. If public sector has to function effectively it must 
pay much more attention to the dimension of labour relations as to other 
functional field. 
The harmonious and cordial labour relations lead to higher 
productivity, greater efficiency and desirable satisfaction of both the labour 
and management. On the other hand poor labour relation is the 
impediment and hurdle in the smooth and efficient functioning of an 
enterprise and in maintaining industrial harmony. 
The employer normally does not want to distort labour relations. 
However, knowingly or unknowingly discontents are created due to certain 
basic lapses. These issues are often very minor but once pilled up, distort 
the harmonious labour relations environment of the organisation some of 
the lapses are listed as below: 
• Unsympathetic and indifferent attitude of the supervisors/superiors. 
• Favouritism on the part of employer in promotion and transfer of 
subordinates. 
• Ignoring the Resentment (silent or expressed) on the part of the 
employees at the relatively poor standards of living compared with 
that of management. 
• Management discouragement to communication between the 
management and the workers as a normal routine of behaviour 
inside the work place/plant. 
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• Delay in redressing the grievances and disputes and referring 
matters to higher legal institutions. 
It is not only managers but employees too make small and repeated 
mistakes that distort labour relations on the long run. These lapses may 
include the following:-
• Indiscipline in duty. 
• Repeated carelessness and negligence. 
• Lack of urge to improve efficiency and productivity. 
• Go slow tactics on works. 
The main causes of poor labour relations is the lack of prompt 
actions and rational thinking on the part of both management and labour. 
The lack of accommodation of lapses, on both the parts often turns the 
relationship tops turn in addition to this there are common factors 
responsible for sour labour and management relations for instance. 
• An intolerance and indifferent attitude of labour and management 
towards each other. 
• Mental inertia on the part of labour and management. 
• Lack of human relations skills among the managers and superiors. 
• General socio economic and political environment. 
• Inter union rivalries. 
In view of the above noted causes of the poor labour relations in the 
public enterprise, an attempt has been made to study the labour relations 
in Indian Railways with its special reference to northern zone in order to 
determine the conditions of labour relations in an enterprise and to 
suggest scalable remedies for better labour relations. In the following 
paragraphs a comprehensive review of literature is presented to find out 
the research gap and thereon to carve out the objectives, scope and 
hypotheses of the study. 
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1.3. REVIEW OF LITERATURE 
Samiuddin's (1987)^ book entitled "Economics of Indian Railways' is 
an attempt to make the students to understand the railway transport and 
its importance in the present stage. This book gives a historical account of 
the development of railways and contains outdated facts and figures and 
information on various aspects of Indian Railways. Jain, J.K. (1987)^ 
makes a critical study relating to the economic principles of different mode 
of transport. It makes an analysis of the development of the different 
modes of transport in India, their present problems and possible solutions. 
A detailed analysis has also been made of the different aspects of the 
railways transport. Nandni, Durgesh (1988)^ in her thesis entitled, "A study 
of financial structure of public utilities - A case study of Railways" 
describes that public utilities deals with the provision of the services like 
transport, communication, supply of water, electricity, gas, etc. With 
increasing urbanisation and industrialization, there utilities have assumed 
added importance and are gradually becoming numerous. It is an attempt 
to highlight the financial problems and issues involved in the working and 
management of some related public utility concerns with special reference 
to railways. Significant figures on the grov r^th of Indian Railways and their 
finance have been given to depict the trends of railway's development 
during the plan period. 
Imamul Haque, S.M. (1989)'* highlighted the different areas of 
Railway management like, past and present organisation structure of the 
railway, personnel, supervision, government accountability, industrial 
relations, etc. The main objective of the book is to acquaint the readers be 
it railwaymen, candidates for competitions, researches, or general public 
with the pattern of railway management in India. However, the work 
neither claims perfection nor, a final estimate of the subject. Zechariah 
(1991)^ has attempted to make a comparison between the Japanese and 
Indian industrial relations model. He argued that the Japanese model offer 
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learning for the management, union, workers and the Government in India. 
The management need to accord a genuine recognition to union, and the 
union would have to be more constructive, and realistic. The workers can 
pick up threads from its Japanese counterpart in terms of their loyalty and 
commitment. The Japanese have been making adjustment in their 
employment patterns and the Government of India can take a leaf from 
such adjustments and not to remain extremely rigid in terms of 
employment of workers. 
Venugopal, Rao & Rao (1991)^ have made a study that Trade 
unions to be efficient, must set sound goals and achieve them effectively. 
A study of 12 trade unions in Anatapur District of Andhra Pradesh in large 
and medium industries was carried out in order to have the efficiency of 
trade unions in setting and achieving the goals. The analysis indicates that 
the unions are efficient in setting high goals and in achieving them to a 
greater extent. Mamoria, Mamoria (1991/ in the study on industrial 
relations covers all the relevant dimensions that have emerged in the field 
of Industrial Relations. Bearing in mind the need and suggestions, a host 
of new ideas on the dynamic patterns of research development have been 
carefully integrated into the format. The study is primarily done on the 
Indian situation through relevant references alongwith to experience and 
practices in other countries have given to make it comprehensive. It deals 
with a highly complex, ever changing and expanding field of industrial 
relations and is based upon the theory, principles and practices developed 
in India and elsewhere. 
Ali Nawab (1992)^, conducted a research, entitled "Problems of 
Labour Relations in the Textile Mills of UP". His thesis is divided into eight 
chapters. He found the textile industry is regarded as an important industry 
of the country. This Is so because of its numerous contributions in the 
shape of employment. An attempt has also been made to examine 
empirically the vital issue affecting the relationship between labour and 
management in textile mills of Uttar Pradesh The thesis suggests 
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measures to make them more effective contributors for the productivity 
and prosperity of the textile mills of Uttar Pradesh. 
Johnnie, Palmer B. (1992f in his paper 'An Account of Dunlop's 
Industrial Relations System Theory", critically examines and comments on 
Dunlop's methodology and the theoretical contribution which have been 
used by other scholars to further develop the frontiers of knowledge in the 
study of industrial relations. Although Dunlop's work attracted criticism 
from a good number of scholars, but the paper contends that Dunlop's 
work still stand as a monumental effort in contemporary industrial relations 
analysis. 
Goel (1993)^°, has divided his study into five sections, which 
examines the scope of personnel administration and management 
comprehensively and not merely in relation to its core functions. The study 
deals with the ecology of personnel administration and examines the core 
issues of personnel administration. The work further focuses on areas 
which can motivate personnel to achieve excellence and analysis the legal 
framework and its application tribunals. Finally, it also concentrates on 
modern management techniques of injecting creativity in administration. 
The academic content of the study have been supplemented with 
case studies, empirical data, tables and charts, the data has been 
analysed scientifically to arrive at logical conclusion and 
recommendations. Besides India, he also covers the experiences of 
developed and developing countries, specially the U.K., the USA and 
France. 
Kaufman (1993)", has come up with his book entitled, "The Origins 
and Evolution of the Field of Industrial Relations in the united states" and 
provides a detailed account of the history of Industrial Relation and its 
relationship with other disciplines like personnel management and 
organisational performance. The book also assesses the reasons for the 
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decline of the field and provide a strategy for change which would result in 
once again strengthening Industrial Relations. 
Kaufman has presented an alternative scenario for the future. He 
insists on broadening the definition of Industrial Relations and even goes 
on to suggest a change of name from 'Industrial Relations' to 'Employment 
Relations' (ER) and suggests that future research should be centred on 
this term and the various outcomes of ER that affect efficiency, equity etc. 
He says that the emphasis in the 'new Industrial Relations' should be on 
'relations'. • 
Ghosh (1995)^^, attempted to* analyse that not all industrial 
restructuring exercise can be lumped together in one undifferentiated 
category. His paper identifies three distinct patterns, which have been 
shaped as much by economic environment and market compulsions as by 
prevailing labour-management relations. He also suggests some strategic 
choices available to labour and management as conventional responses 
like bargaining or casualisation are proving inadequate in the wake of 
fundamental changes in work practices and employment relations. 
Sodhi (1995)^^ in his paper entitled "Issues, Trends and 
Developments in Industrial Relations in India and other South Asian 
countries" has attempted to give a brief background of the economic 
situation of the South Asian countries and then examines, with the help of 
available literature, the major issues, trends and developments in 
Industrial Relations in India and other south Asian countries. Major 
structural adjustments programme has been undertaken, particularly in 
India and Pakistan. The paper highlights the important policies, the 
response of the actors and their implications on industrial relations. Finally, 
he suggests measures to promote sound Industrial Relations. 
Tyagi (1995)^'', in his book 'Labour Economics & Social Welfare,' 
has made an attempt to disquss and analysis labour problems and felt that 
a correct understanding of the legal provisions and the judicious persual of 
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the necessary procedure is a sine qua-non for good industrial relations 
and so essential for rapid industrialisation and increased national income. 
Whether & Davis (1996)^^, .in their study explain as to how proactive 
managers and human resource professionals share their dual 
responsibility for continuously improving the human contribution to 
organizations. The study presents key concepts, issues and practices 
without being encyclopaedic and also the study emphasize on the 
applications of theory and practice. Monappa (1997)^^, in his study 
provides broader outlook of the industrial relations functions. The topics 
covered by him and the treatment of the more traditional subjects are 
different. His study focuses on the 'development aspects, rather than on 
the more traditional 'control' aspects of the function. Whereas the 
developmental aspect deals with long-term solutions and the various 
inputs that go into it, the control aspect is more oriented to a 'here and 
now' situation to take care of the problems quickly. 
Another objective of the study is to provide the framework for 
analysis of industrial relations problems. Such a framework would include 
the several variables that one needs to take into account for a proper 
diagnostic analysis, particularly at enterprise level. The study is divided 
into sixteen chapters and two appendices. Each chapter, besides 
providing a conceptual background, deals with problems and issues in the 
Indian context, and suggests remedies wherever possible. The issues 
discussed related to the current concerns, raised either through research, 
publications or through reports of various Government Committee. 
Ratnam & Srivastava (1998)^^ in their study provide a framework of 
knowledge relating to the concepts and practice of personnel management 
in the India and South Asian region. There approach has been to look at 
personnel In a systemic perspective; to relate the role of personnel to 
overall business goals, to underline the interlinkages in all sub-functions of 
personnel as subsystems of an organic whole, to incorporate the essence 
of the recent contributions of behavioural sciences as is appropriate; and 
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to provide an overview of legal framework at relevant places, while 
avoiding legalist approach. The study covers human resources planning 
approaches to analysis and design of jobs the discussion on aspect 
relating to human behaviour and personnel's role alongwith and employee 
relations. They tried to deal with the subject somewhat comprehensively 
even as they tried to be concise. Some of the topics discussed in the text 
are not covered in most Indian textbooks. Such topics include: MBO and 
Quality of work life, stress management and counselling,' Industrial 
Relations: Implications of Personnel policies, Alternative approaches to 
participation, Measurement in Personnel, and future scenario etc. 
Rao (1999)^°, analysed that due recognition has been given to 
human resource development by policy makers in India in recent years. 
He found the functions and principles of management have been 
undergoing a sea change since the announcement of economic 
liberalisations in the country in 1991. The key element in this proposition is 
that the values, attitudes, general orientation and quality of people of a 
country that determine its economic development. Venkata, Ratnam and 
Naidu (1999)^^ in their book entitled "Industrial Relations and collective 
Bargaining in South Asia - Trade Union Perspective", divides the study in 
five chapters (covering Bangladesh, India, Nepal, Pakistan and Sri Lanka) 
provide details on trade unions, employer's organisations, state collective 
bargaining, wage fixing machinery, dispute settlement procedure etc. and 
provides detailed information about policies and practices on the subject 
which we can say, are available at one place. 
David, Stephen's (1999)^°, study covers issues like HRM & HRD. 
They completely updated the book's research base, the process, plus 
feedback. They begin their study with the key activities in HRM and how 
they interrelate. Throughout the study, a liberal sprinkling of studies 
describing actual human resource management practices. When theory 
and practices differ, they sought to 'tell it like it is' providing and inkling to 
the real life situation. 
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Monappa, Saiyadain (20Q0)^\ analyse that personnel function in 
developing countries such as India has several distinct traits. It cannot be 
compared with the personnel functions of advanced countries or with that 
of under developed countries. Their study entitled 'Personnel 
Management'. Apart from dealing with the established aspects of the 
subject, they discusses emerging areas such as the personnel audit and 
information systems, the role of the personnel manger as a researcher and 
his involvement in community relations, i.e., his social responsibilities. 
An attempt has been made to systematically analyse and present 
relevant research data. In addition to discussing the theoretical concepts 
of the personnel functions, the study provides illustrative Indian cases, 
review exercises and questions. The study also covers some of the 
changes that are taking place in existing or traditional personnel functions / 
practices. These changes are due to the increased importance being given 
to functions, such as selection or training, by organizations wanting to 
identify and utilize human resources as efficiently as possible. There is 
now an increasing concern for productivity and better utilization of human 
resources at the plant level in an increasingly competitive environment. 
These changes, which are more towards expanding the role of the 
personnel functions, could also be to some extent, attributed to 
behavioural science research into the understanding of human behaviour 
at the work place. 
Sayiadain (2000)^ ,^ in his study entitled, 'Human Resource 
Management, has exhaustive and detailed coverage. He suggests that 
management of organization today is management of human resources. In 
his study, an efforts have been made not only to deal with basic issues 
and concerns but to suggest ways and means to effectively manage 
human resources. Saeed, Mohammad (2000)^, in his paper endeavoured 
to analyse the current trends in participative approach towards managing 
corporate resources as they relate and apply to the management, 
employee relations process. He concluded that many companies are 
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downsizing and creating flatter structure, management is realizing the 
need for more employee involvement and responsibility for their tasks. 
These issues are resulting in a change in the relationship between 
management and employees, and leading to the emergence of a need for 
more participation, coaching and monitoring by managers in order to 
enable employees to be more productive. This in turn is resulting in higher 
job satisfaction, lower employee complaints and grievances, and in fact 
becoming a contributing factor in the decline in union involvement over the 
past few years. 
Hans, Schmid (2001 )^ ^ in his paper, "Industrial Relations in 
changing times' provides a short overview of the different kinds of 
industrial relations that exist in various countries is provided. He mainly 
concerns with the analysis of sector wide or firm specific collective 
agreements. After presenting their dissemination and their advantages and 
disadvantages his paper takes a specific look at the peace accords within 
such contracts. An economic assessment of the absolute peace accords 
practiced in Switzerland in past few decades. This is then followed by an 
analysis of the often-encountered orientation crisis of the agents involved 
in collective agreements. He more specifically attempts to explain the 
behaviour between the agents taking part in collective agreements from an 
economic perspective and with the aid of an insurance model and a 
switching strategy. Absolute, peace between social partners assumes that 
the leadership can enforce their decision on the other members. This is 
not always easy, as the returns from collective bargains are often long-
term in nature. This and other reasons (e.g., technological advancement) 
have lead trade unions to an orientation and a legitimisation crisis. This 
fact manifests itself primarily in the reduction in the number of union 
members. In order to prevent this, "New Industrial Relations" are called for. 
Taking account of the interests of the union members remain the most 
important function of the union. He suggest that jobs are best maintained 
when firm-specific, and not sector-wide, collective agreements are made 
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and a stronger engagement m improving education and participation in the 
firm could improve the attractiveness of unions. 
1.4. RESEARCH GAP 
Thus, from the foregoing review of literature it clearly peters out that 
a plethora of studies have been conducted pertaining to Human Resource 
Management focusing on labour relations on Railways as well. However, 
the labour relations in Indian Railways with the special reference to 
Northern zone is relatively an ignored area considering the size and 
economic significance of the same. Thus, it calls for conducting a research 
on the "LABOUR RELATIONS IN INDIAN RAILWAYS WITH SPECIAL 
REFERENCE TO IT'S NORTHERN ZONE SINCE 1991". 
1.5. SCOPE OF THE STUDY 
After a careful and an elaborate review of literature in the field of 
personnel management, industrial relations, labour relations, it has been 
observed that no scientific study has yet been conducted in the field of 
labour relations in public sector and particularly for Indian Railways. 
Hence, an attempt has been made to study labour relations in Indian 
Railways. As for efficient and proper functioning of Railways, it is 
necessary that emphasis should be made to organise and maintain proper 
industrial relations so that the railways may be able to render efficient 
service to the nation. 
Industrial relations-are relations between employee and employer in 
their day-to-day work. Hence, it is an on - going relationship. The scope of 
industrial relations include; 
(a) Relationship among employees, between employees and their 
supervisors or managers. 
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(b) Collective relations between trade unions and management. It is 
called union-management relations. 
(c) Collective relations between trade unions, employer's association 
and government. 
1.6. OBJECTIVES OF THE STUDY 
Against the given background the present study has persuade the 
following objectives: 
1. To analyse the concept of labour relations and examine the 
emerging issues. 
2. To record the performance and growth of Indian Railways in 
general and that of Northern zone in particular. 
3. To take a stock of labour relations and trade unions in Indian 
railways and measure satisfaction level of employees in Northern 
Zone Railways. 
4. To study the labour relations in Northern zone vis-a-vis Indian 
Railways. 
5. To assess the influence of (Union - Management Relations) on the 
productive efficiency of the Railways. 
6. To suggest appropriate measures to strengthen the Labour 
Relations in order to improve the efficiency of the Railways. 
1.7. HYPOTHESES 
Keeping in view the objectives of the study the following hypotheses 
have been developed and tested with suitable application of statistical 
tools to arrive at the findings of the study: 
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HOt It is assumed that the recruitment poiicy, se\ect'ion procedure, 
training schemes, transfer policy, promotion policy, (personnel 
policies) related to personnel prevailing in Northern zone of Indian 
Railways are not satisfactory including employees of aii categories 
i.e. 'A', 'B', 'C & 'D'. The alternative hypothesis suggests that the 
policies under review are satisfactory including category 'A', 'B', 
'C & 'D' employees. The referred policies are found to be in 
accordance with the personnel policies and procedures applied in 
Northern Railways. 
HO2 It is presumed that the policy with regard to wage/salaries to the 
employees in different categories are not satisfactory and not in 
accordance with the need of the employees. The alternative 
hypothesis however, suggests that the policy for wage to the 
employees in different categories are satisfactory and are in 
accordance with the need of the employees and employers. 
HO3 It is assumed that the welfare facilities i.e. financial (a) Bonus (b) 
Provident Fund; Non-financial (a) Housing (b) Medical are not 
satisfactory for all the categories i.e. 'A', 'B', 'C & 'D'. The 
alternative hypothesis suggests that the welfare facilities to the 
employees of Northern Railways of different categories are 
satisfactory and are in accordance with the need of the employees 
and employers. 
HO4 It is assumed that the Union and Management attitude towards 
the workers of different categories in Northern Railways are not 
satisfactory. The alternate hypothesis suggests that the Union and 
Management attitude towards the workers of different categories 
are satisfactory and is in accordance with the need of the workers. 
HO5 It is assumed that the employees of different categories in 
Northern Railways are not in favour of organizing the strikes. The 
alternate hypothesis suggests that the employees of different 
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categories in Northern Railways are in favour of organizing 
the strikes. 
HOe It is assumed that the participative scheme, procedure of 
taking redressing grievances and setting disputes of the 
employees of different categories are not satisfactory in 
Northern Railways. The alternate hypothesis suggests that 
the participative scheme, procedure of taking redressing 
grievances and setting dispute of the employees of different 
categories are satisfactory in Northern Railways. 
1.8. METHODOLOGY 
To conduct the present study following methodology has been 
adopted: 
• Primary data were collected through survey method on trade 
union leaders, employer and employees. Interactions were 
made with them with the help of designed questionnaires and 
interviews in order to understand the attitude of workers and 
management towards labour relations. 
• To get these informations repeated visits were made to 
number of Railway stations, Baroda House and Trade Unions. 
• The secondary data were also collected from the office 
records, annual reports of the Railways and other relevant 
research publications. 
• Various statistical techniques have been applied for analysis 
and interpretation. t-Test is used to determine whether a 
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sample's means are distinct. Paired two sample for means is 
use at 5 per-cent level of significance. 
• The Graphic representations with application of statistical 
tools at due places have also been made to make the study 
more perceptible and conceivable. 
1.9. SCHEME OF THE STUDY 
Keeping in view the research methodology, hypotheses, 
objectives and scope of the study, the whole study has been divided 
in six chapters. 
• The first chapter deals with the introduction of the study. 
• The second chapter deals with the 'Labour Relation's- A 
Conceptual Framework. 
• The third chapter deals with 'An Overview of Railway' to show 
the Overall growth and progress of Indian Railways. 
• The Chapter fourth is devoted to study labour relations in 
Indian Railways with its past and present practices and deals 
with the influence of labour relations on the productive 
efficiency of Indian Railways. 
• The chapter fifth deals with various aspects of labour relations 
with special reference to Northern zone to highlight the major 
problems of labour. 
• In the sixth chapter an attempt has been made to analyse the 
relevant data of Northern Railways based on the application 
of statistical tools. 
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Finally, in the last chapter the main findings of the study have been 
summed up and suggestions are offered for further improvements, 
so as to increase the overall efficiency of Indian Railways. 
1.10. LIMITATIONS OF THE STUDY 
Possible precautions and efforts have been made to ensure the 
validity of the research. However, the Study is limited in its scope. A work 
of the nature requires an extensive study of the available literature but the 
paucity of literature is a great handicap in this respect. The non-availability 
of statistical data and other information pertaining to the labour Relations 
in Indian Railway has been a major handicap for the Researcher. The 
survey is only confined to Northern zone. The sample has been chosen on 
the basis of judgement and it may not be truly represented to all 
employees of Northern Zone. Due to the Non-availability of fund and time, 
the survey was conducted for 100 respondents. Had the survey been 
based on more than a 1000 persons/employees on the Northern Zone, 
result would have been more representative. 
Thus, the study has been carried out under several limitations, still 
researcher is confident that the conclusion drawn would be fruitful and 
would be able to provide a useful base for the future working and growth of 
the Railways as well as the Labour Relations in Indian Railways. 
1.11. CONCLUSION 
Railways hold a prominent position in the Indian Economy by virtue 
of its size, employment, contribution to national exchequers. The 
significance of industrial peace and harmonious labour relations need 
hardly be overemphasized in Indian Railways. Many studies in the field of 
labour relations have been undertaken by various researchers. These 
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studies brought out into light the significance of maintaining sound labour 
relations and calls for conducting the research on labour relations in Indian 
Railways. For conducting the study, objectives, scope, hypotheses, 
methodology, schemes of the study, and limitations of the study have been 
appropriately designed. 
The next chapter "Labour Relations - a conceptual framework" is 
an attempt to show the concept accepted for the study, development in the 
field of labour relations, labour relations laws prevailing for the 
maintenance of harmonious labour relations and the impact of economic 
reforms in India on labour relations. The future of labour relations is also 
discussed to know the importance of the subject and the present labour 
relations situation prevailing in India. 
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CHAPTER - II 
LABOUR RELATIONS - A CONCEPTUAL 
FRAMEWORK 
2.1. INTRODUCTION 
Labour relation is a combination of various characteristics of social 
sciences, the cumulative effect of vi/hich is to grease the wheels of industry 
and society. Sound Labour relations can only be based on good human 
relations, and good human relations dictate that human being should be 
treated humanly, including human dignity, fair dealing and concern for the 
human beings physically, and socially. It is also concerned with 
determination of wages and conditions of employment. 
The development of healthy labour relations requires the existence 
of strong and well-organised trade unions and associations of employers 
in the enterprise. It also requires that the attitude of the management 
towards labour must be cordial, sympathetic, positive, humanistic and 
democratic in order to eliminate frustrations, animosity and poor labour 
relations. Such attitude of the employers will raise the job security of 
workers and will provide an opportunity for labour participation in 
management. Participation of labour in management will enable the labour 
to take part in those management decisions, which affect the terms and 
conditions of employment. The mutual association of labour and 
management will create a congenial atmosphere free of animosity for 
consultations, discussions and negotiations, which would ultimately lead to 
harmonious labour management relations. The Government too plays a 
significant role in labour relations because legislate and enforce the labour 
laws. 
The two-fold objectives of good labour relations is to preserve 
industrial peace and secure industrial co-operation. Labour relations is a 
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field that deal with the relationship, that exist between the management 
and labour and the other various external and internal forces that affects 
employer and employees. 
Inspite of dynamic importance, the labour policies are not taken 
seriously and the problems of labour relations are multiplied. In the present 
study an attempt has been made to make conceptual framework on labour 
relations to know the importance of the subject and the present labour 
relation situation prevailing in India. 
2.2. LABOUR RELATIONS - A COtJCEPTUAL FRAMEWORK 
Labour relation is a subject of vital significance in creating socialistic 
pattern of society. The industrial peace and harmony is necessary for all 
round progress of an enterprise. Harmonious labour relations lead to 
higher productivity, peaceful running of an enterprise and overall progress 
of the organisation. The poor labour relations generate industrial 
disharmony, and friction which results in industrial disputes and causes 
hazardous industrial situations. 
It is important to realize that the success or failure of an enterprise 
depends largely on industrial peace. Before going into a detailed 
discussion on labour relations, it may not be considered out of place to 
discuss the definition and concepts of labour relations. 
Industrial relation is a dynamic socio-economic process. It is a 
process of inculcating harmonious relations and work environment in an 
organization. The term industrial relation has been defined differently by 
various experts and scholars of this field, depending upon their needs, 
circumstances and degree of industrialization 
The following are the definitions given by various authors: 
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• J.T. Dunlop an authority on Labour Relations is of the 
opinion that "Industrial relations comprise the behaviour, 
activities and attitudes of all the actors i.e. labour, 
management and community, certain i.e. technological and 
budgetary contents and the contents of the locus and 
distribution of power in the larger society, an ideology that is 
expected to binned the system together and a body of rules 
created to govern the actors at the work place and work 
community."' 
• H.A. Clegg brings out very clearly that "the field of industrial 
relations includes the study of workers and their trade 
unions, management, employers associations and state 
institutions concerned with the regulations of employment."^ 
• According to Ordway, Teade and Metcalfe, "Industrial 
relations is the composite result of the attitudes and 
approaches of employers and employees towards each other 
with regard to planning, supervision, direction and 
coordination of activities of an organization with a minimum 
of human efforts and frictions with an enimating spirit of 
cooperation and with proper regard for the genuine well 
being of all members of the organization."^ 
• According to Encyclopaedia Britannica, "The concept of 
industrial relations has been extended to denote the relations 
of the state with employers, workers and their organizations, 
the subject, therefore, includes individual relations and joint 
consultation between employers and work people at their 
work place, collective relations between employers with their 
organization and trade unions and the part played by the 
state in regulating these relations."'' 
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• V.B. Singh defines, that industrial relations is a "set of 
functional interdependence involving historical, economic, 
social, psychological, demographic, technological, 
occupational, political and legal variables."^ 
• T.N, Kapoor is of the opinion that, "Industrial relations 
should be understood in the sense of labour management 
relations as it percolates into a wider set of relationships 
touching extensively all aspect of labour such as union 
policies, personnel policies and practices including wages, 
welfare and social security, service conditions, supervision 
and communication, collective bargaining etc. attitude of 
parties and governniental actions of labour matters."^ 
• Dale Yoder, directly observed that Personnel Management is 
that phase of management which deals with the effective 
control and use of manpower as distinguished from other 
source of power, "Industrial relations are the relations that 
exist in and grow out of employment." It refers to a wide field 
of relationship among people, human relationship that exist 
because of necessary collaboration of men and women in the 
process of modern industr '^.""^ 
• Many authors have used the term 'labour relations' in 
preference to 'industrial relations'. According to a Canadian 
writer, the term labour relations has come to mean that part 
of general labour field which includes the procedures of 
collective bargaining, the terms and conditions contained in 
collective agreements, the servicing of grievance and the 
conciliation of disputes, between the employers and the 
employees, if at all possible without cessation of work.« 
The concept of labour relation has been Interpreted in different 
ways. There are number of relative terms like industrial reiations, employer 
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- employee relations, union management relations, etc., which are in 
usage in modem enterprises and organisations, and may create confusion 
regarding the concept of Labour relations. However, the deep study of 
available literature and personal discussions with eminent scholars of this 
field gives a clear-cut concept of labour relation. 
The term "industrial relations", "labour relations", "Personnel 
relations", are often used interchangeably. Although in recent literature, 
there is a tendency to distinguish "Personnel relations' from the other two. 
The relationship between the employers and the employees are divided 
into two classes, 'individual relationship^ and group relationships' while the 
field of personnel relations lies primarily in the areas of individual 
relationship. And that of 'Labour relations' is concerned largely with 'Group 
relations.' The term "labour relations" is also used inter changeably with 
"industrial relations". It may even be possible to make a further distinction 
between these two terms. 
• 'Labour relations deals with the relations' between union and 
management; 
• Relations between the management and employees; 
• Relations between employers and employees; 
• Relations between various groups of workmen (group relations); 
• Relations between the industry and the society (public relations). 
For the term "industrial relations", the last two relations are 
generally not considered.^ 
During the last two decades or so, attempts are made to distinguish 
between the concept of personnel management, labour relations and 
industrial relations. A growing realization of 'social responsibility' in 
personnel management has warranted the use of much broader term and, 
therefore Dale Yoder uses the term 'Industrial relations in a broad sense 
so as to cover all functions of personnel management and mentions its two 
subdivisions;-
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(I) Personnel Management referring to the relationship between 
the employers and employees, and 
(II) Labour relations referring to the relationship between the 
employers, employee's and organized unions/^ 
Therefore, the development of sound labour relations is the very 
basic on which the development of industry depends. Good labour 
relations seek to gain cooperation of the two industrial partners i.e. labour 
and management in the field of industrial relation and promote industrial 
harmony in the country. 
2.3. THE CONCEPT ACCEPTED FOR THE STUDY 
The present study deals with the term labour relations as the 
collective relationship between the partner at the enterprise level viz, the 
accredited representatives of organized labour and management. Labour 
relations are deemed as group relations, dealing with the work force 
collectively. It deals with the scientific investigations of the social and 
psychological inter-relations, establishing a direct relationship between the 
employer and employees. Labour relations is primarily concerned with the 
union management relations, techniques of negotiation, collective 
bargaining, evaluation of labour contracts, discipline, joint consultation, 
arbitration, conciliation, adjudication, and other allied legal matters, strikes 
and lockouts, in addition to it the conditions of services such as wages, 
allowances, bonus, benefit plans, closure, retrenchment, holidays and 
leave, and security of service." Thus, there are a number of aspects of the 
concept of labour relations in India but unionisation, collective bargaining 
and industrial disputes are the major determinants of labour relations. It 
should not be forgotten that labour relations are both a cause and an effect 
of development and that any major change in the direction and interactions 
of government policy, the economy and industrial production, is bound to 
have significant repercussion on labour relations. Coherent development 
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planning must therefore include provisions for appropriate adjustment in 
labour relations. These adjustments will In turn, provide a powerful 
stimulus to development ^^  
It is generally accepted that the labour relation is a part of science 
management, which deals with the human resource of enterprise and 
hence, closely linked with Personnel Management.^^ 
The following flowchart shows the whole system of labour relations and 
the linkage between the Human Resource Management and Labour 
Relations. 
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Thus the diagram clearly shows the interconnection between the 
HRM and labour relations. 
2.4. A PERSPECTIVE ON LABOUR RELATIONS 
Taking into consideration the various definitions of labour 
relations/industrial relations, it can be said that it is a complex network of 
relationships that emerges out of day-to-day working and association of 
labour and management. In particular .operating within the framework of 
industrial enterprise and between the industrial organization and the 
society at large in general which exert their influence on each other. 
Industrial relations are the composite result of attitudes and approaches of 
multiple parties (i.e. labour and management, society etc.). 
The origin of the field of industrial relations can be traced back to 
the process of industrialisation. Early concepts of explaining the 
employment relationships includes those of economic surplus, subsistence 
theories and the Marginal productivity theory developed respectively by 
Adam Smith, David the classical economists were concerned with demand 
forces, the industrial relations. While neo-classical successors were 
concerned with the supply factor which in a competitive environment, 
determined wage levels and conditions of work. Karl Marx advocated 
relations in term of the class struggle. He concluded that the profit motive 
was achieved by exercising authority and the exploitation of labour. Marx's 
contributions to the study of industrial relations are acknowledged, 
although a large number of scholars have been critical of his approach. 
The Webbs have been credited with inventing the term "collective 
bargaining" which was also a vehicle of labour reform and also changed 
the whole face of the trade union world. They defined union as continuous 
working collaborations of working lives, and saw unions as agent of 
industrial, social and political changes. 
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It was left to the Belfour Committee of 1920 to give tl^e term 
'industrial relations'. The committee described industrial relations as 'an 
enquiry causes of unrest and disputes and the method of avoidance and / 
or settlement of disputes. 
The writings of John R. Commons greatly influenced the 
development of industrial relations. He endowed all the actors in the 
industrial relations process, unions, employers, management and the state 
with legitimacy and functionality, and he formulated the essential logic of 
industrial relations. According to Commons, the worker is property less 
seller of himself, lacking the bargaining power of the propertied lawyer of 
labour. The point of departure from Marx and the early writers is that in the 
Common's view, bargaining inequality is resolved not through eliminating 
capitalism but reforming it by equity remedies. These are forced through 
three agencies: a democratic pluralistic state; bargaining between 
employers and employees, and enlightened employers acting in their own 
interest. He further brought a largest concept that the profit nature could 
be used to promote the welfare of the whole community by giving 
incentives to comply with labour legislation. 
Until World War II, industrial relations gained importance with the 
emergence of unions, institution of employers, and interventions of the 
state as supportive of collective bargaining. Since the 1950, there has 
been a high interest in the field of industrial relations, which was triggered 
by the seminal work of John T. Dunlop and the development of the 
systems theory of industrial relations. Since then the field has attracted the 
attention of scholars and practitioners all around the world. The increased 
interest has served to broaden the approaches taken rather than to 
cement agreement as to boundaries of defining industrial relations. There 
are as many definitions as there are writers in the field. This phenomenon 
is assisted by the lack of a fully developed theory of industrial relations. 
The field has borrowed from a number of disciplines, and until Dunlop 
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System theory, there were few serious attempts at developing any general 
theory of industrial relations. 
Lack of synthesising theory has been accompanied by different 
definitions of industrial relations as a field of study. According to BIyton 
and Turnbull, in the public and media view, industrial relations are defined 
in terms of trade unions and strikes.^'* 
2.4 (a). Duniop's Industrial Relation System Theory 
Dunlop's system approach was based upon his practitioner 
experience. According to him, the "Industrial Relation System" (IRS) has 
viewed as an analytical subsystem of an industrial society on the same 
logical plane as an economic system. The IRS is not coterminous with the 
economic system, in some respects the two overlap, and in other respects 
both house different scopes": This can be represented diagrammaticaily. 
Diagram 2.1 (B) 
Shows that the economic system overlap and each system have different scope. 
S.S. Total Social System or wider society 
I.R.S. Industrial Relations System 
E.S. Economic System 
P.S. Political System 
•4 An exogenous influence 
"^  • An inter-relationship 
Source: Palmer B. Jonnie, "Methodological issues of Dunlop's Industrial 
Relations system theory", IJIR, Vo.27, No.2, Jan, New Delhi 1992 
p.229. 
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"In brief outline, the theoretical framework is concerned with 
analysing the workings of industrial relations system which vary in scope 
from an enterprise to sector or to a country as a whole. Regardless of its 
scope, an industrial relations system is regarded as having certain 
common properties and structure and as responding to specified in 
influences Every industrial relation system involves three group of 
actors: 
• workers and their organizations; 
• managers and their organizations; and 
• Governmental agencies concerned with the work places and the 
work community. 
Every industrial relations system creates a complex of rules to govern the 
workplace and work community. These rules may take a variety of forms in 
different systems: agreements, statues, orders, decrees, regulations, 
awards, policies and practices and customs ... The actors in an industrial 
relations system are regarded as confronting an environmental context at 
any one time. The environment is comprised of three interrelated contexts: 
the technology, the market or budgetary constraints and the power 
relations and status of the actors.... The system is bound together by an 
ideology or understandings shared by all the actors. The central task of a 
theory of industrial relations is to explain why particular rules are 
established in particular industrial relations systems and how and why they 
change in response to change affecting the system." 
Dunlop's IRS be stated in algebraic form as follows: 
r = f(a, t, e, s, i) 
Where r = the rules of IRS (output) 
a = actors 
t = technological contexts of the workplace 
s = market context and the status of the parties 
s = the power context 
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i = the ideology of the system 
From the equation, a very clear or important point is that the rules 
which form the basis of the equation can be regarded as the dependent 
variable. What seems to have come out clearly from Dunlop's conceptions 
of IRS is that one of the main functions of the system is to establish a set 
of rules to govern the v^orkplace and work community. 
The actors in the workplace, and the work community jointly treat 
the body of rules so made to govern the behaviour of the parties. 
In his IRS concept, Dunlop also argued that the actors in the 
system are expected to come into constant contract with certain 
contractual variables, which are features of the environment. He describes 
these variables or features of the environment as, the technology, the 
market or budgetary constraints and the locus and distribution of power, or 
the power relations and status of the actor. What Dunlop seems to imply 
here is that the actors that make up the IRS do not exist in an 
environmental vacuum but operates within an environment characterized 
by certain economic forces; and the actors share power within the system. 
The final components of Dunlop's IRS is the existence of an ideology or 
understandings shared by all the actors, which binds the systems 
together. ^ ^ 
Dunlop was criticised by Wood et al, and he said that Dunlop's work 
does not represent any conceptual departure from the previous works. 
Rules making in IRSs, according to Footwhyte, results in the neglect of the 
totality of the employment relationship. The rules approach to industrial 
relations does not, and need not, focus upon rules per se, but also on both 
rule making and application of their links with behaviours. Dunlop 
concentrates on rule making institutions and the settlement of conflicts, 
rather than examining the causes of conflicts and the role played by 
people in making decisions about the employment relationship. 
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In Dunlop's model of IRS, the actors are viewed in structural rather 
than the dynamic sense A common ideological framework of the system is 
criticised because it assumes that various institutions and procedures are 
compatible and well integrated, and therefore, conflict is largely self-
correcting 
Dunlop's IRS theory had been cnticised on a number of counts by 
contemporary scholars However, even the work of these scholars were 
greatly influenced by Dunlop's work For example. Gill found Dunlop's 
framework a useful device in the teaching of industrial relations Inspite of 
critical comments made by Wood et al on IRS, they too acknowledge the 
validity and usefulness in applying Dunlop's framework in an empincal 
setting The work of Dunlop has actually enriched the study of industrial 
relations ^^  
2.4 (b). Social Framework of Industrial Relations 
The social framework of any society plays an important role in 
determining the behaviour in.a given environment Fox (HMSO, 1966) tried 
to explain the sociological perspective and more specifically the 
construction of a frame of reference through which the problems of 
industnal relations can be seen realistically He relies on Thelen and 
Withal to explain this frame of reference that state that each person 
"Perceives and interprets events by means of a conceptual 
structure of generalisations or contexts, postulates about what is 
essential, assumptions as to what is valuable, attitudes about what 
is possible, and ideas about what will work effectively" 
The conceptual structure serves the frame of reference of that 
person and the motivated response to objects is determined by the frame 
of references in which they are perceived However, the industnal 
behaviour of an individual, according to him are shaped not only by being 
the sort of people they are, but also by the technology within which they 
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work, the structure of authority, communications and status within which 
they are located, the system of punishment, rewards (therefore) where the 
aim is to change undesirable behaviour the impression of punitive 
sanctions alone is unlikely to succeed. The structural determinants, which 
produced the behaviour, must themselves be changed. 
2.4 (c). Unitary and Pluralist Approach 
Fox (HMSO, 1996) highlighted that, in relation to industry, a crucial 
issue regarding the frame of reference emerges Questions must be asked, 
such as the nature of a particular enterprise or organization. Fox, believes 
a Central issue is whether or not organisations are viewed as unitarist or 
pluralist structures. 'A unitary frame of references has one source of 
authority and focus of loyalty, which is why it suggests the team analogy.' 
Such an organisation 'strives jointly towards a common objective, each 
pulling his weight to the best of his ability. Each accepts his place and his 
functions gladly, following the leader of the one so appointed'. The unitary 
approach, according to Fox, has beerT long abandoned. As incongruent 
with reality and useless for purposes of analysis. There are other who 
claims that the unitary ideology to industrial relations has a great deal of 
support in industries, governments and academics. 
Fox, argues that conflict is inevitable of endemic to industry and its 
organisation. A situation of conflict should lead to providing more teeth to 
bargaining in an effort to resolve the conflict. It is an essential ingredient 
for the pluralist approach. He argues that the organisation should be seen 
as a "plural society containing many but related interests and objectives 
which must be maintained in some kind of equilibrium." 
A number of scholars have criticised the pluralist frame of 
reference. These contend that an equilibrium, as visualised in the pluralist 
frame of reference, is generally not maintained as neither management not 
unions are able to assert equal pressure overtime. Fox himself moderate 
his stance on pluralistic frame of reference in some of his later writings. 
35 
Labour Relations - A Conceptual Framework 
2.4 (d). Minnesota Model of industrial Relations 
The Minnesota model builds on the general system framework of 
Industrial relations which is seen as consisting of the environment, inputs, 
transformation mechanism, outputs, and feedback. In the model, Dunlop's 
environmental context is broadened to include not only the ideology or the 
social and cultural system, but also the economic and political systems. 
Inputs are the goals and values of actors. The model also adds private 
agencies (including consultants), arbitrators and lawyers as actors. The 
conflict of interests in crucial in industrial relations inputs. It is 
acknowledged that there could be some convergence of interests. 
Transformation mechanisms*6f conflict resolution include labour markets, 
human resource managers and the emphasis is laid on a proactive 
approach as compared to the reactive one. The outputs are not the only 
rules but also, indirectly organisational effectiveness, this also provides a 
feedback to the actors. 
2.5. DEVELOPMENTS IN THE FIELD OF INDUSTRIAL 
RELAITONS 
"Conflict has been a component of the study of industrial relations. 
As Barbash puts it conflict, latent or manifest, is the essence of industrial 
relations, but the object of industrial relations as a technique is resolution 
of conflict." 
The last two decades have witnessed profound changes in the way 
of industrial relations and the actors have coped with the problems arising 
out of the larger environment and the behaviour of the actors themselves. 
Some of the specific changes are highlighted below. 
2.5 (a). A New Context 
There has been an increase in international competition. A number 
of new industrialised countries, some with a distinct advantage in labour 
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costs, have emerged. Quality and innovation have become crucial to 
organisations. Exchange rates have become volatile. New information and 
manufacturing technologies have becomes available and the pace of 
structural reforms has increased. Economic performance has been a 
major problem in many countries in recent years. These changes have led 
to an urgent need for a change in the fabric of industrial relations. Kochan 
and Verma highlight a number of economic pressures which translate into 
demands on the IRS including labour cost reductions, improved 
* 
productivity, flexibility in the use of human resources, a highly motivated 
and skilled workforce, and sustained innovation in labour management 
relations at the level of the enterprise. 
2.5 (b). Decline in JVIanufacturing and Post-Fordism 
There has been reduction in the labour force in manufacturing with 
a simultaneous increase in service. There has developed a new 
configuration of industries within manufacturing growth. There has been, in 
way, a shift from 'Fordism' to 'Post-Fordism' implying that skilled labour, 
decentralised bargaining and non-unionised workers, are displacing 
traditional workplace. 
The changes described above have not taken place to the same 
degree in all the countries, but are indicative of the trends in most of them. 
Unions have lost ground and are weaker in number of countries. Public 
sector employment has declined in a large number of countries. The state 
has also enabled the two parties to arrive at bilateral agreements rather 
than the previous pattern of agreements of a tripartite nature. 
2.5(c). Trade Union 
The role and importance of trade unions has declined in most 
countries. The structural changes in the economy and accompanying 
changes in the workforce, the emergence of non union enterprises, 
employer aggressiveness, falling employment, particularly in the public 
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sector, the increase in part-time and causal workers, the changing gender 
composition of the workforce, and management endeavours to reduce 
labour costs have generally been described as the factors responsible for 
the decline of unions. In some countries, companies have pursued union 
avoidance and union busting activities. Moreover, the nature of the 
workforce is becoming heterogeneous. This calls for a change in 
approaches that have been shaped by relatively homogenous workers, 
and by union concerns for uniformity and consistency in pay and working 
conditions. The slow response of the unions to the fast changing 
environment has been a factor responsible for the their decline. 
2.5 (d). Collective Bargaining 
Decline in the role of the trade unions has led to a simultaneous 
decline in collective bargaining. The growth of non-union enterprise, 
cooperation of management outside the traditional area of collective 
bargaining, and the grov^h of management aggressiveness in labour 
relations have also affected union activity. Management strategy now 
gives great emphasis to human resource policies. This has been another 
factor contributing to the decline of collective bargaining. 
2.5(e). Quality of Working Life (QWL) 
During the 1980s there has been a greater concern for the Quality 
of Working Life (QWL) and productivity. QWL originated in 1950s as part 
of the job enrichment theories. The concern on QWL has been 
instrumental in promoting a number of human resource policies that were 
aimed at getting productivity increases as well as cooperation during the 
process of introducing changes in technology. The unions have not, 
however committed themselves as they felt that these programmes had 
been used as threats to their existence. 
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2.5 (f). Human Resource AAanagement (HRM) 
HRM has assumed greater importance since the 1990s. The new 
non-union model of industrial relations that emerged in the USA 'elevated 
the status and influence within mangement a new group of human 
resource professional.' Kochan and Verma highlight that investment in 
technology alone is not likely to provide the economic benefits to gain 
strategic advantage. 
On the basis of their analysis of the USA and Canadian experience 
they claim that 'the full potential can be reached by adopting new 
organisational reforms that effectively integrate technology and human 
resource strategies and practices'.^ ^ 
2.6. IMPACT OF ECONOMIC REFORMS IN INDIA ON 
LABOUR RELATIONS 
2.6(a) Labour Relations in India since 1991 
Fundamental changes are taking place in India particularly since 
last one and a half decade*. This has meant a near complete departure 
from the policies, which the Government has been pursuing since 
independence. 
In pursuance of the new thinking developed during the eighties, 
successive Governments since early 1990, announced economic policies 
though a whole hearted attempt was made only in May 1991, then 
Government introduced an Industrial policy. This policy, however, did not 
address itself to the problems of industry and industrial relations. In 1991, 
the economic situation, particularly the adverse balance of payments, 
reached a level of crisis proportions and the then Government had to 
pledge gold to meet its immediate import requirements. Subsequently, 
New Economic Policies (NEP) were formulated. Some of the important 
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ones were the devaluation of rupee, introduction of new industrial policy, 
trade and fiscal reforms leading to easing of import and export restrictions 
and full convertibility of rupee. These policies have affected the 
fundamentals of the growth, strategy and the importance attached to the 
factors of production i.e. capital and labour which in turn has changed the 
entire fabric of labour relations in industry. 
2.6 (b). New Industrial Policy (NIP), 1991 
The main features of the policy relate to public sector, foreign equity 
and investment, MRTP Act and delicencing of industries. On public sector 
the policy envisaged that their role would have pre-eminence in only eight 
core industries; the sick units would be referred to the Board of Industrial 
and Financial Reconstruction (BIFR); a social security mechanism would 
be created to protect the interests of workers likely to be affected by the 
rehabilitation package and apart of public sector equity would be offered to 
mutual funds and general public. On foreign equity and investment, the 
policy cleared the way for approval of direct investment upto 51 percent in 
high priority industries; automatic clearance for import of capital goods 
provided the foreign exchange requirements for such exchange are 
ensured through foreign equity and automatic permission for foreign 
technology agreements in high prk»rity industries. Monopolies and 
Restrictive Trade Practices Act (MRTP) was to be amended to remove the 
threshold limits of assets, thereby waiving restrictions on the company size 
on the one hand and paving the way for liberal foreign investment, on the 
other hand. The policy finally announced delicencing of most of the 
industries irrespective of the size of investment. 
The measures announced in the policy would facilitate a great role 
for the private sector. With entry of multi national corporations, greater 
emphasis on technology as compared to labour and higher competition 
from within and outside become the order of the day. A reduced 
requirement for labour along with the need to upgrade skills of the existing 
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and the future workforce, possible unemployment due to closure of the 
sick public and private sector industrial undertakings leading to following 
moral of employees and a change in the role of the state posed newer 
challenges for organisation. 
2.6(c). Privatisation and Labour Relations 
Privatisation is an art of reducing the role of government, or 
increasing the role of private sector, in an activity and in the ownership of 
assets. It is, thus the process of transfer of assets and service functions 
from public to private hands. The measures announced have not led to 
large scale privatisation of the public sector undertakings although the 
government had announced and offered part of the Governments 
shareholding to mutual funds, financial institutions, general public and the 
workers. However, the policy package in India does hold the promise of 
handing over the future of industrial development to the private sector, 
though this may come about in a phased manner. The private sector thrust 
of the policy has affected labour relations in the following manner. 
• At the unit level, there has been a covert tension building up 
among the workers and managers. At the macro level labour 
unions' response, particularly in the first two years after 1991, 
has not been positive and they have even organised strikes 
because of the basic difference in the raison of the,public and 
the private sector. For example, the public sector was set up to 
serve the objectives of the socialistic pattern of society. In this 
sector, there was no emphasis on profit making, the enterprise 
did not compete with each other were labour absorbing and 
served the backward areas with a view to reduce regional 
dispahties. The private sector tended to be capital intensive, 
technology oriented, sought profits and made no pretensions of 
serving any socialists ideology, including the interests of labour. 
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• The labour relations in private sector have been based on an 
entirely different professional footing of give and take. While the 
managements have tended to pursue employee development 
policies more as a matter of getting the best out of the 
workforce, the v /^orkers have been under pressure to meet the 
targets. 
• The skills requirements of the workers in the private sector have 
been below the expectations. In order to survive in competition, 
this sector has attempted to bring the latest possible technology. 
Since few possess such skill at the moment, the labour relations 
have been adversely affected. Also the young are willing to 
acquire the skill but the middle aged and the old have not been 
willing and able to do so. 
• Private sector does not always promote unions and collective 
bargaining. It is directly the result of private sector's negative 
attitude towards these aspects of labour-relations. 
• Privatisation too is expected to lead for better management, 
product mix, speedier decision-making process, better market 
valuation and shareholder benefits. 
2.6(d). Employment and Labour Relations 
The most important implications of the NIP and other measures 
would be their adverse impact on employment within an enterprise. In 
addition to it, at the national level these adverse effects and the 
compulsions of economic restructuring puts pressures for initiating policies 
to develop human resource. L?t us analyse the argument in the context of 
overall labour force and employment scene of India. 
The Eight Five Year Plan estimated that the total labour force in the 
country was 319 million (1992) and the country was able to employ 301.7 
million in various activities (according to weekly status) thus leaving out 
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about 17 million as unemployed. The plan document further highlighted 
that the "Labour Force is projected to increase by about 35 million during 
1992-97 and 94 million over the ten year period i.e. from 1992 to 2002. For 
absorbing this labour force the employment growth in the aggregate was 
to be about 4 per cent if the goal of providing required employment to all 
was to be achieved by the end of Eight Plant and three percent per annum 
if it is to be attained by 2000 AD." 
A comparison of these estimates with the actuals show that the 
actual growth in employment yvas at the rate of 2 per cent. Scholars in 
India have made estimates of likely fall out of the new policies on 
employment and the estimates vary from 4.0 lakh (1992) to 10 million in 
low growth scenario 1993. In the small-scale industry (SSI) alone, another 
estimate highlighted that the job loss would be around 3.6 million. The 
Economic survey 1994-95 highlights that in absolute terms employment 
has grown by about six million in 1992-93 and 1993-94, it is clear that 
employment growth has lagged behind targets with manufacturing 
recording a near zero rate of growth both in the public and the private 
sectors. This has been due to following factors; 
First, the public sector enterprises are not providing employment. 
Secondly, with the increased competition from within and from the 
Multi National Companies both, the private and public sectors are updating 
their technology, which inevitably has hampered employment grov^h. 
Third, due to the change in the skill composition, the labour market 
has somewhat shrunk i.e. the employable labour force itself has reduced. 
Fourth, it is an established economic fact that one large firm tends to 
displace many small units from the market. The impact of the structural 
adjustment programme on small-scale units in India has also been 
adverse. Also, the adverse effect' of economic restructuring on 
employment as well as the inevitability of internal and external competition 
are putting pressure on developing human resource. The macro efforts of 
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the Government of India are further more not able to provide much 
succour to labour. 
2.6 (e). Labour Laws and Labour Relations 
The three basic laws on which the industrial system rests are, 
Industrial Disputes (ID) Act 1947, Industrial Employment (SO) Act 1946 
and the Trade Union Act 1926.^^ 
Industrial Dispute has been defined under section 2{K) of Industrial 
Dispute Act, 1947 as "Industrial Dispute means any dispute or difference 
between the employer and employee or between employer, or workers 
and workers which is connected with the employment or non-employment 
or the terms of employment and with the conditions of labour, or any 
persons."^^ 
The ID Act is very comprehensive and apart from many other 
provisions, regulates employment and working conditions, provides an 
industrial disputes machinery of conciliation and adjudication and the 
tripartite forums such as labour conference. The Industrial Disputes Act, 
1947 (ID Act is a revised version of the Trade Disputes Act of 1920 and 
1929) and was a modest enactment, to begin with. During the first few 
years, after the Act came into force, industrial employers enjoyed a 
reasonable degree of freedom to manage their affairs in a manner best 
suited to their organisations. 
The position, as it stands today, is that an employer cannot 
terminate the services of his employee even if the standing orders and the 
contract of employment provide for it, nor retrench surplus staff, much less 
close down his undertaking despite incurring continuous losses. It is 
shocking to see the judges going to the extent of condoning the grave acts 
of misconduct involving violence, rioting and fraud on flimsy grounds and 
even reward the guilty by ordering reinstatement with back wages. 
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Conciliation is the process of mediation by a third party, which 
intervenes in an industrial dispute and helps in bringing about a settlement 
between the disputants. Which is the second stage in the dispute 
settlement process, the first being collective bargaining at the bipartite 
level. It is only when the negotiation at the bipartite level fail that the 
aggrieved party - normally the trade union-seeks intervention of the 
conciliation machinery. 
Under the ID Act, the power to adjudicate industrial disputes is 
expressly conferred on labour courts, tribunals and the national tribunals. 
Schedules II & III list out the matters that fall within the jurisdiction of 
labour courts and tribunals. Schedule II, whereas the industrial tribunals is 
vested with the power to adjudicate matters covered by both the 
schedules. The procedure consists of the following components: (i) 
preliminaries; (ii) representation of parties; (iii) recording of evidence; (iv) 
adjournments; (v) making of the award; and (vi) submission of the award 
to the Government.^ 
Some of the deficiencies come out while reviewing the literature on 
the ID Acts' may be outlined as follows: 
(a) a widespread belief that compulsory adjudication has hampered 
the growth of collective bargaining; 
* 
(b) the conciliation machinery is saddled with many problems 
because of the conciliation officers inability to perform the job 
effectively and objectively; 
(c) present industrial disputes machinery of conciliation and 
adjudication dilatory and expensive; 
(d) the whole approach of conciliation and adjudication machinery, 
contemplated in the ID Act, has been contrary to the spirit of 
bipartite settlement of disputes. It has also stinted collective 
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bargaining and crippled private initiative and efforts in industrial 
relations; 
(e) despite the deterrent clauses of strike, the ID Act has had little 
impact on the frequency of strikes; 
(f) the adjudication process is expected to be on the basis of justice 
and fair play but often due to the political expediencies these 
principles are not always adhered to. 
Beginning with the setting up of a Tripartite National Commission on 
Labour in 1969, comprehensive reforms were suggested. However, 
despite many attempts in 1978, 1983, and 1988. Trade Union and 
Industrial Disputes (Amendment) Bill, the state did not change the basic 
law regarding the industrial relations machinery. The changes have not 
been carried out because of the opposition either of the unions or the 
managements with the resuft that before 1991, there was a statement in 
Industrial Relations. The new economic policies call for a number of 
clauses in Industrial Dispute Act, 1947. At the moment, the Industrial 
Dispute Act seek to allow industrial units with 1000 or less workers in their 
rolls to lay-off and retrench workers without prior permission. This came 
has a surprised to all, since the employers demand was for the provision 
to be made applicable to units with a work force of 300 or less instead the 
present 100 are less. Chapter V-B of the I.D. Act presents lay-off, 
retrenchment and closure in all undertakings in which upto 100 workmen 
are employed everyday for preceding 12 months. 
The new labour relations environment demands that section V-B 
should be deleted. However, if it is not expedient to do this, them minimum 
number of workers may be increased to 300. The object of change may be 
to give a fair and reasonable compensation to workmen who suffer 
unemployment due to lay off, retrenchment and compensation, for judicial 
redress to aggrieved and for resolving the disputes arising out of 
applications for lay-off, retrenchment and closure. Further more, for 
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maKing any change in the conditions of service of workmen due to 
changes in technology, workload, managing, shift-work and rationalisation, 
the employer is required to submit a notice of change under section 9-A of 
the I.D. Act. This clause also needs to be amended in view of the need to 
modernise the plant or to introduce cost reducing techniques. Thus, there 
is a need to rationalise the existing laws relating to labour in the organized 
sector. 
2.6 (f). Strikes and lockouts 
Traditionally labour relations were affected and measured by the 
number of work stoppages resulting in strikes and lockouts.^^ "Strike" 
means a cessation of work, by a body of persons employed in any industry 
acting in combination or a concerted refusal or a refusal under a common 
understanding of any number of persons who are or have been so 
employed to work or to accept employment. And 'Lockout' means the 
"closing of place of employment or suspension of work or refusal by an 
employer to employ any number of persons employed by him."^^ The I.D. 
Act lays down restrictions on resorting to strikes. Strikes are illegal in 
cases where the matter under dispute is pending before an arbitration, 
board of conciliation, labour court, labour tribunal or during any period in 
which settlement of award is in operation, in respect of any of the matter 
covered by settlement of awards. 
Since the economic policies have been introduced, the number of 
industrial disputes have not increased, but this is no indication of industrial 
peace. The unions have been organising strikes at the national level and 
there is an uneasy calm at the unit level. There is a feeling of helplessness 
among the workers and their unions. However, of late unions/workers 
have shown greater concern and understanding of the need to improve 
efficiency and productivity. 
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2.6(g). Trade Unions 
The Trade Union Act, 1926 stipulates that any seven persons can 
form a union. In case there are more than two unions, the trade unions 
form a bargaining council. The Trade Union Act, 1926 gave workers the 
right to form and register trgde unions, to conduct trade dispute and 
promote the interests of their members through political, educational and 
civic means. The trade unions have since split and presently there are 
many national trade unions, besides a large number of regional ones with 
different ideologies. 
In the first three years after 1991 the union reaction was highly 
adverse to adjustment programme and the free market ideology of the new 
economic policies. There strong reduction have affected industrial 
relations adversely in industry. This reaction was due to the negative 
impact on employment and NRF being totally utilized for providing golden 
handshakes under the voluntary retirement scheme. The unions were also 
fearing large scale introduction of new technology, now there has been 
considerable softening of the union's stand in view of the irreversibility of 
the structural reforms, the unions facing opposition from the Government 
as well as there own members, their need to show to the country that they 
are also responsible citizens and the management's attempts to develop 
their human resources in the wake of a competitive pressure. The 
landmark agreement and cooperation given by unions in the Indian drugs 
and pharmaceuticals Ltd. Units has shown that the union's stance has 
undergone a change. This trend needs to be intensified. 
2.6(h). Management / Employers 
The initial overwhelmingly positive response from this actor of 
industrial relations has faded away now as in reality they have been 
thrown into a system of full competition both national and international. 
However, many are trying their best as; the removal of threshold limit of 
assets has given them opportunities to expand and grow without limits; 
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enhancement of foreign equity has enabled them to into collaborative 
agreements with the Multinational Companies; and continuous reductions 
of import duties and easing of restriction has helped them in procuring 
technology from outside India. Despite the fact that the ID Act Changes 
are not being made, managements are concentrating on development of 
human resource to enhance productivity and efficiency. 
For establishing sound industrial.relations the managements should 
create a new culture which helps in introducing objective and professional 
policies of career planning and development, grievance handling and 
performance appraisal systems, delegation, autonomy, an effective 
communication system, and introduce genuine employee involvement 
which has the potential of bringing positive results. 
Although the management is trying its best to increase output, it has 
so far not devoted enough energies to develop sound labour relations. 
Despite softening of the stand of some of the Unions against the new 
endeavours of the management, the latter are not attempting to involve the 
unions and bring a consensus in their policies, worker's in trust are not 
being given much priority and wherever possible VRS is being applied. 
2.6(i). State 
The structural adjustment programme has implications for the role 
of the state. The state had, since independence, taken upon itself the task 
of maintaining good labour relations. To this effect, it had pursued labour 
policies, enacted statutes to provide dispute resolution machinery and 
become the biggest employer of labour force by expanding the public 
sector to unmanageable proportions. The basic objective was to achieve a 
fair and equitable system of labour relations. However, the excessive role 
of the state proved to be counter productive as it has not been able to 
bring cordial labour relations. During the last 12 years, there has been a 
realisation that the state has to shed its excessive role in industrial 
relations. However, despite good intentions, it has not made any changes 
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in the ID Act, 1947 which is the main apparatus of state's role in labour 
relations machinery. There is a need to reorient labour policies, attempt to 
bring a consensus on policy matters with the various, industry and 
management, and introduce change in ID Act and Trade Union Act 
clauses related to lay-off closure, retrenchment, strikes as well as 
bargaining units, collective bargainings require to be given a statutory 
states and adjudication may be handled by an independent agency and 
not an arm of the Government.^^ 
2.7. FUTURE OF LABOUR RELATIONS 
Industrial relations has, nonetheless, acquired specific connotation. 
BIyton and Turnbull rightly state 'using the term, 'employee relations' (ER) 
is a way of circumventing the prior mis-conceptions'. In addition, the term 
ER covers the development related to the coverage of the non-unionised 
workers along with the unionised, the non-manufacturing workers along 
with the blue collars. 'As incongruent with reality and useless for purposes 
of analysis'. There are others who claim that the unitary ideology to 
industrial relations has a great deal of support in industry, governments 
and academics. 
Fox, argues that conflict is inevitable or endemic to industry and its 
organisation. A situation of conflict should lead to providing more teeth to 
bargaining in an effort to resolve the conflict. It is an essential ingredient 
for the pluralist approach. He argues that the organization should be seen 
as a 'plural society containing many but related interests and objectives 
which must be maintained in some kind of an equilibrium'. 
A number of scholars have criticised the pluralist frame of 
reference. These contend that an equilibrium, as visualized in the pluralist 
frame of reference, is generally not maintained as neither management 
nor unions are able to asset equal pressure over time. Fox himself 
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moderated his stance on pluralistic frame of reference in some of his later 
writings. 
Biyton and Turnbull (1993) use the term ER to include all 
relationships. According to them, 'the creation of an economic surplus, the 
determinant nature of the exchange relationships and the asymmetry of 
power, not the institutions of trade unions, employer organisations or 
government agencies, that make the subject matter of employee relations 
distinctive. The crux of their argument is that employees are hired and 
wage determination takes place initially on the basis of their capacity to 
work and not the actual performance, which may be at variance depending 
upon a number of factors. This divergence may ultimately lead to a 
situation of conflict. Thus, in such situations, employers may be more 
disposed than in the past to be accommodative with the aim of promoting 
efficiency. They may lead managers into the domain of HRM. ER in this 
sense becomes an economic exchange, a power relationship and an 
authority relationship. But since the parties are interdependent, the 
asymmetrical relationship leads to conflict and cooperation. 
The term ER has also been used by Gardner and Palmer (1992). 
According to them 'studying employee relations involves understanding 
the different and overlapping concerns of HRM and industrial relations. We 
recognise that HRM and industrial relations have unique contributions to 
make but together they enhance our understanding and our practice. This 
coupling of HRM and industrial relations into 'composite' ER sidesteps the 
issue of their conflicting paradigms. HRM is built on small theory and 
harmony, industrial relations on the notion of persistent and systemic 
conflict in the employment relationship. Dunlop, (1993) considers industrial 
relations and HRM as distinct fields. In his view the field of industrial 
relations covers both the formal (unionised) as well as informal group of 
workers. Fell (1992) uses the term 'employment relationship' and notes 
that the concepts of employment strategy, employment relationship and 
employment control appear to be Central to the field in future. 
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Kaufman's (1993) analysis of the future is in line with the arguments 
advance by others. In this view two definitions of the field coexist. One 
definition is narrow and focuses upon the study of labour problems and 
employer-employee relations. The definition does not encompass the 
domain of HRM. The second definition is broader and capable of 
accommodating all aspects and approaches to the study of all aspects of 
the employment relationship. The later definition includes the study of 
labour economics, labour history, labour law, organisational psychology, 
and industrial sociology. This,-according to Kaufman, is the original pre-
1960s definition of industrial relations. In his opinion, if the term is broadly 
defined to include all aspects of relationship, the future of the subject as a 
field of the study is assured. But it has to be accompanied by a change in 
the label and naming the field as 'employment relations' because the term 
industrial relations will always .be liability since it will continue to be seen 
as an approach to the study of employment approach. 
Thus, it is realised that if the term ER is used to connote a broader 
view of the area of study. This term serves a useful purpose. If it denotes a 
change of paradigm to a unitarist HRM perspective then the study of 
industrial relations will have experienced a marked sea change.^ "* 
2.8. CONCLUSION 
It is clear from the above study that there has been a growing 
debate on the future of industrial relations. The factors which have 
contributed to the thinking on the issues of Industrial Relations are its lack 
of theoretical bearings, interdisciplinary nature of the field of study and as 
it dealt with issues, such as manpower and industrial conflict. The change 
in economic policy, make challenge for industrial relations. There is a need 
for managing the decline of public enterprise and also restructure 
inefficient enterprises. Thus labour policy remains in need of reform in 
India to cope with the globalisation of Indian economy. 
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The industrial relations scene in the country has undergone a sharp 
change with the launching of the structural adjustment programme for the 
Indian Economy. The scheme of workers participation in management of 
industry or services in which they are employed, the right to work for all 
and fair wages and working conditions has lost its appeal. What the 
government must not miss is that, the very concept and design of the 
structural adjustment of the economy being pursued by. It cannot be 
smooth and trouble free if it is loaded entirely against the working people. 
The next chapter, "Indian Railways- An Overview" deals with the 
growth and progress of Indian Railways in general. 
2.9. REFERENCES 
1. Dunlop, J.T., "Industrial Relations System", Henry Holt & Co., 
1958, pp.9-14. 
2. Clegg, H.A., "Quoted by C.B. Mamoria, "Dynamics of Industrial 
Relations in India", Himalaya Publishing House, Bombay, 1983. 
P.195. 
3. Ordway, Teade and Metclfe, quoted by Khan, Nawab Ali, 'Industrial 
Relations in small scale sector", Money matters. New Delhi, Jan, 
1989, p.28. 
4. Encyclopaedia, "Britani'ca, 1961, Vol.12, P.297. 
5. V.B. Singh, "Climate for Industrial Relations," A study of Kanpur 
Cotton Mills, Allied Publishers, Mumbai, 1968, p.1. 
6. Kapoor, T.N., "Personnel Management and Industrial Relations in 
India", N.M. Tripathi Pvt. Ltd., Bombay, 1968, p. 106. 
7. Yoder, Dale, "Personnel Management and Industrial Relations", 
Engle woods Cliffs, New Jersey, Prentice Hall, New York, 1972, 
p.8. 
53 
Labour Relations - A Conceptual Framework 
8. Crysler, A.C., "Labour Relations in Canada", (Toronto), Canada, 
1994, p. 9. 
9. Yoder, Dale, Op.cit, p.8. 
10. Yoder, Dale, "Looking Ahead in Employment Relationship", in 
"Personnel Functions":' A progress report p.32. Quoted by T.N. 
Bhagolwal, "Economics of Labour and Industrial Relations", 
Sahitaya Bhawan, Agra, 1987, p.65. 
11. Nath, S. and Ghosh, P., "Labour Relations in India", Sudha 
Publications Pvt. Ltd., New Delhi, 1973, p. 194. 
12. International Labour Review, ILO, Geneva, Vol.126, No.4, July -
August, 1987, p.457. 
13. P. Subba Rao, "Essential of Human Resource Management and 
Industrial Relations," Himalaya Publishing House, Bombay, 2000. 
p.493. 
14. Sodhi, J.S., and Plowman, Dawid H., "The Study of Industrial 
Relations: A Changing Field", IJIR, Vol.37, No.4, New Delhi, April 
2002, pp 460-465. 
15. Palmer, B. Jonnie, "Methodological issues of Dunlop's Industrial 
Relations System Theory", IJIR, Vol.27, No.3, New Delhi, 
Jan.1992, pp.229-231. 
16. Ibid, pp.236-239. 
17. Sodhi J.S., and Plowman, David H., Opcit. pp.470-478. 
18. Sodhi, J.S., "Issues, trends and developments in industrial 
relations in India and other south Asian countries", IJIR, Vol.30, 
No.4, New Delhi, April 1995, p.361-364. 
19. Indian Labour Journal, Ministry of Labour, Government of India, 
Feb. 1988, p.2. 
54 
Labour Relations - A Conceptual Framework 
20. Rao; E.M., "Globalisation and Dispute Settlement Process," The 
Indian Journal of Labour Economics, Vol. 44, No.3, 2001. 
21. Sodhi, J.S., Op.clt. p.367. 
22. Sharma, K.P., "Railways Establishment Rules and Labour Laws", 
Bahri Brothers publishers and Book sellers, Delhi 2003, p.719. 
23. Sodhi, J.S., Op.cit. p.369-371. 
24. Sodhi, J.S. and Plowman, David, H. Op.cit. pp.478-481. 
55 
CHAPTER - III 
INDIAN RAILWAYS - AN OVERVIEW 
3.1. INTRODUCTION 
Indian Railways is the principal mode of transport and is one of the 
largest railways system in the world. The role played by railways in the 
development of economy is quite significant. The history of economic 
development is closely linked up with the development of transport 
system. Railways play an imperative role in the commercialization of the 
agriculture sector by facilitating movement of perishable items, necessary 
inputs and implements. It helps the industry by transporting raw material, 
fuel, labour, and generally helping in marketing and distribution. It 
develops a unified national market by stimulating the process of 
equalization of prices. Railways also contribute to better administration, 
better understanding and to the process of national integration. Inspite of 
all progress and development, the potential of rail sector has not received 
due attentions and have to face many challenges. To be managed in this 
age of competition railways have to adopt new approaches and proactive 
measures to deal with the challenges. In this chapter, an attempt has been 
made to analyse some issues in the realm of its performance and finally 
made some important suggestion for improving the effectiveness of Indian 
Railways. 
During 2003-04 the total route length in country was 63,221 kms. 
Comprising broad gauge 46,807 kms, metre gauge 13,290 kms and 
narrow gauge (3,124 kms. It carried abut 14 million passengers per day 
and lifted more than a million tones of freight traffic daily and there are 
over 6853 stations, and 2,28,170 wagons in country.^ 
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3.2. HISTORICAL BACKGROUND 
The establishment of first railway transport was made on 16'^  April 
1853 between Bombay and Thanna. This pioneer railway train consisting 
of 14 railways carriages carrying about 400 guests, steamed off at 3:30 
pm. "amidst the loud pleasure of a vast multitude and to the salute of 21 
guns". It reached Thane at about 4:45 pm. The Guests returned to 
Bombay at 7:00 p.m. on the next day, 17'^  April 1853. This was the humble 
beginning of the modern Indian Railway system known today, for its 
"extraordinary integration of high administrative efficiency, technological 
skills commercial enterprise and resourcefulness."^ Since then it has been 
constantly developing by leap and bounds day by day. The development 
process of railway can be conveniently divided into several periods. 
(i). Period of Old Guarantee System (1844 - 69) 
The building of railways was started by 'East India Company' and 
'Great India Peninsula company' by entering into an agreement with the 
Government. The Government of India guaranteed a minimum profit of five 
percent. There were many defects in this system and hence the 
development of railways could not make much progress. By the year 1869, 
only 4255 miles of railway could be build. The average annual addition 
being 267.8 miles. The average cost on railway was to be Rs.80,000 per 
miles, while actually it came to Rs.180 lakh per mile without counting the 
cost of land. In this way, the total loss on account of only interest was of 
amounting to Rs.19.5 crores. This was a heavy burden. As a result, total 
deficit rose to the sum of Rs. 166.5 lakh in 1868-69.^ In 1858 Lord Canning 
pointed out the carelessness of the companies. He was of the opinion that 
capital management had been neglected and objected to the working of 
Guarantee system. Also he suggested, that in any future contracts 
involving Guarantee by state there should be scrutiny and careful 
examination of the estimates. The members of the Viceroy's Council were 
also critic of the system. Sir J. P. Grant, President of the Council 
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the India's Secretary of state decided in 1864 to encourage new 
constructions only with some assistance rather than a guarantee.'* 
Ultimately, the policy of direct construction and management of new lines 
was accepted by the Secretary of State. He expressed the hope that with 
this change in construction policy there would be single authority and 
single management, and a considerable reduction in the cost of Indian 
Railway.^ 
(ii). Period of State Construction IVIanagement (1869 - 81) 
Due to the defects of old guarantee system, the development of the 
Railway continued even at a very slow speed and consequently the 
Government took upon itself the organisation of the railway. The 
Government set apart some money from its annual expenditure for the 
development of the railway increased to 9890 miles ending 1881 and the 
average increase being 468 miles per year. During this period, the 
Government suffered a loss of Rs.1.5 crores in the construction of the 
Railways. This lead to the change in the policy of the Government. 
(iii). Period of New Guarantee System To First World War 
Period (1882-1912) 
During this period, the Government of India sought the cooperation 
of provincial government, the native states and local institutions for the 
construction of railways. The Government entered into agreement with the 
companies by giving them the guarantee of minimum profit of 3.5 percent. 
The development of the railways received impetus under this system and 
by the year 1900 A.D.^ In 1901 Thomas Robertson Committee was 
appointed to enquire into the working and administration of Indian 
Railways. It recommended a number of measures for healthy development 
of the railways. The Recommendations of the Committee were not 
accepted in too-too, on the other hand the Government was not in favour 
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with the idea of Railway Board. Inspite of it the Railway Board came into 
existence in 1905. After sometime it was felt that the creation of Railway 
Board did not help in improving the financial position of the Railways, 
which led to the appointment of another committee known as Lord Inchape 
Committee. It submitted its report in 1908 and recommended for increase 
in the allotment of funds, not to place any limit as to the amount that might 
with profit be spend on railway equipment, at least 10,000 miles of 
additional railway lines should be transferred to companies with leases 
upto 50 years to make the railway undertaking more and more attractive to 
private entrepreneurs, powers of the railway board should be increased as 
far as possible, the trunk lines should own and construct their branches, 
expansion in railway track and services.^  
(iv). Period From First World War To World Depression 
(1913-1929) 
The First World War brought dramatic changes in the railway 
system. There was severe financial strain on the government, the capital 
expenditure on railways, which was Rs.18.4 crore in 1913-14, came down 
to an insignificant Rs.2.97 crore. To meet the situation, certain changes 
were introduced in the Central Controlling machinery to deal with the 
increased government traffic both civil and military. However, passenger 
traffic increased from 458, million in 1913-14 to 460 million in 1918-19 
while freight carried rose from 82.6 million to 912 million tonnes over the 
same period. 
The total mileage increased from 34656 in 1913-14 to 36616 in 
1918-19. The percentage of net earning to total capital outlay averaged 
6.8 percent in the same period. Acworth Committee was established to the 
problem of railway finance. This Committee recommended to complete 
separate of railway budget from general budget alongwith other 
suggestions. By the end of 1927, about 72.0 percent of Indian railway 
route mileage came under the Government ownership. The total mileages 
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was recorded 42000 in 1931. The capital at charge amounted to Rs.869.8 
crore. In short, this period was called one of the continuous period of 
progress and prosperity. 
(v). Period of Depression To Second World War (1931 -
1946) 
The Retrenchment Committee, Pope Committee and Wedgwood 
Committee were appointed during 1931 to 1936 to look into the matters of 
deterioration of financial position and other problems of railway. The 
difficult situation was further aggravated by the growing competition from 
road transport. The totai m)\eage was decymed to 41156 in 1938-39 and 
total capital at charge to Rs.847 crore due to the separation of Burma in 
1937. During second world war, there were signs of prosperity. The gross 
traffic receipts rose from Rs.99.62 crore in 1938-39 to Rs.225.74 crore in 
1945-46. While the net receipt after depreciation increased from 30.44 
crore in 1938-39 to Rs.76.59 crore in '1943-44. The increased earnings 
enabled the railway to establish a betterment fund in 1946-47 to provide 
more amenities to railway employees and third class passengers. 
(Vi). Development of Railways since Independence 
After the partition of the country in August 1947, railway system was 
again under strain. Around 6590 miles i.e. 19per-cent of the track went to 
Pakistan and India got 33,985 miles with capital of Rs.742.20 crore. In this 
way, 415 of the North worth Railway and portion of Bengal, Assam 
Railway went to Pakistan. According to one estimate, 1,26,000 railway 
workers livihg in territories constituting, Pakistan opted irom India but only 
1,08,000 arrived and 83000 were migrated to Pakistan from India. In 1950, 
the railway was nationalised and reorganised into six zones. Later on, the 
number of regions were raised to eight. Again on October 1, 1966 one 
more region was created and, thus, Indian Railways was divided into nine 
regions.^ Indian Railways has been recently reorganized into 16 Railway 
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zones by adding 7 new railway zones. The General Manager heads each 
zone. The zones are further divided into 67 divisions under Divisional 
Railway Manager, for effective management.^ This has been shown in 
table-3,1. 
Table-3.1: Division of Railways into Different Zones. 
Sr. 
No. 
1 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Route 
Kms. 
03-04 
II 
5.234 
'6,532 
3,799 
6,808 
3,411 
3,449 
2,385 
2,422 
5,749 
3,485 
2,516 
3,080 
5,456 
3,071 
2,398 
2,926 
Name of Region 
III 
Southern Railways 
Western Railways 
Central Railways 
Northern Railways 
North Eastern Railway 
North Eastern Frontier 
Railway 
Eastern Railway 
South Eastern Railway 
Southern Central Railway 
East Central Railway 
East Coast Railway 
Northern Central Railway 
North Western Railway 
South Western Railway 
South East Central 
Railway 
West Central Railway 
Date of 
establish 
ment 
IV 
14.04.1951 
01.11.1951 
05.11.1951 
14.04.1952 
14.04.1952 
15.01.1958 
01.09.1955 
01.08.1955 
01.10.1966 
01.10.2002 
01.04.2003 
01.04.2003 
01.10.2002 
01.04.2003 
01.04.2003 
01.04.2003 
Head Office 
V 
Chennai 
Mumbai 
Mumbai 
New Delhi 
Gorakhpur 
Guwahati 
1 
Kolkata 
Kolkata 
Secunderbad 
Hajipur 
Bhubneswar 
Allahabad 
... 
Jaipur 
Hubli 
Bilaspur 
. Jabalpur 
Source: Various Year Books of Indian Railways, Ministry of Railways, Govt, of 
India, New Delhi. 
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3.3. GROWTH AND PROGRESS OF INDIAN RAILWAYS 
(i). Route length 
From a modest beginning in April 1853 of 34 Kms. Indian Railways 
has now grown to a gigantid Railway network spread over 63,221 route 
kilometres of track at the end of March 2004.*"° The table (3.2) shows the 
Progress and compares the Network at the end of 2003-04 with earlier 
years. 
Table-3.2: Railways Route Length from 1950-51 to 2003-2004. 
Year 
1950-51 
1960-61 
1970-71 
1980-81 
1990-91 
1992-93 
1993-94 
1994-95 
1995-96 
1996-97 
1997-98 
1'998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
Total 
Route 
(Kms.) 
53,596 
56,247 
59,790 
61,240 
62,367 
62,486 
62,462 
62,660 
62,915 
62,725 
62,495 
62,809 
62,759 
63,028 
63,142 
63,122 
63,221 
Growth 
(in per -
cent) 
-
4.9 
6.2 
2.4 
1.8 
0.1 
-0.0 
0.3 
0.4 
-0.3 
-0.3 
0.5 
0.0 
0.4 
0.0 
-0.0 
0.1 
Of which 
electrified 
388 
748 
3,706 
5.345 
9,968 
11,064, 
11,260 
11,772 
12,306 
13,018 
13,490 
13,765 
14,261 
14,856 
15,994 
16,272 
16,960 
Growth 
(in per-
cent) 
-
92.7 
395 
44 
86 
10.9 
1.7 
4.5 
4.5 
5.7 
3.6 
2.0 
3.6 
4.1 
7.6 
1.7 
4.2 
Electrification 
(in per-cent) 
0.72 
1.32 
6.19 
8.72 
15.9 
17.7 
18.0 
18.7 
19.5 
20.7 
21.5 
21.9 
22.7 
23.5 
25.0 
25.0 
27.0 
Source: Compiled and calculated from various Annual Reports, Accounts and 
Year Books, Ministry of Railways, Govt, of India, New Delhi. 
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-04. Electrification was first introduced on Indian Railways in 1925 
with 1500 volts DC and subsequently extended by installing 3000 volts DC 
system. By 1936 AD total 388 route kms was electrified. In 1957, Indian 
Railways decided to adopt 25 KV AC traction and thus selected main lines 
and high-density routes were taken up for energisation in a planned 
manner. At present out of the seven major trunk routes connecting 
Mumbai, Kolkata, New Delhi and Chennai five are fully electrified and work 
is in progress on the other two routes viz. Kolkata-Chennai and Mumbai-
Chennai. Thus about 27 per-cent of the total route Km. in Indian Railways 
is electrified, of the total 16,960." 
(ii). Passengers Business 
Indian Railways serves as the principal mode of transport in the 
Country. The big challenge for Indian Railways since its creation has been 
to increase its passenger services.^^ The number of Indian Railways 
passenger has certainly multiplied by 2.8 in fifty years, risely from 1,284 
million in 1950-51 to 5,112 million in 2003-04 and volume has ever 
multiplied by 5.0, rising from 66,517 million passenger kms., in 1950-51 to 
541,201 millions in 2003-04. The table (3.3) shows the trends of 
passenger Business from 1950-51 to 2003-04. 
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Table-3.3: Passenger Business from 1950-51 to 2003-2004. 
Year 
1950-51 
1960-61 
1970-71 
1980-81 
1990-91 
1992-93 
1993-94 
1994-95 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
No. of 
passenger 
originated (in 
million) 
1,284 
1,594 
2,431 
3,613 
3,858 
3,749 
3,708 
3,915 
4,018 
4,153 
4,383 
4,411 
4,585 
4,833 
5,093 
4,971 
5,112 
Growth 
(in per-cent) 
-
24.1 
52.5 
48.6 
6.7 
-2.8 
-1.0 
5.5 
2.6 
3.3 
5.5 
0.6 
3.9 
5.4 
5.3 
-2.3 
2.8 
Passenger 
Kms. (in 
millions) 
66,517 
77,665 
118,120 
208,558 
295,644 
300,103 
296,245 
319,365 
341,999 
357,013 
379,897 
403,664 
430,666 
457,022 
490,912 
515,044 
541,208 
Growth 
(in per-cent) 
-
16.7 
52.0 
76.5 
41.7 
1.5 
-1.2 
7.8 
7.0 
4.3 
6.4 
62 
6.6 
6.1 
7.4 
4.9 
5.0 
Source: Compiled and calculated from various Annual Reports, Accounts and 
Year Books, Ministry of Railways, Govt, of India, New Delhi 
The trend shows that over the years there has been a steady 
increase in the volume of passenger traffic both in terms of number of 
passenger and passenger kilometres during 2003-04, passenger 
originating have increased by 298 per-cent and 713 per-cent passengers 
kilometres. 
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(Hi). Freight Business 
Indian Railway loaded 557.3 million tonnes of revenue earning 
traffic in 2003-04, compared to 73.2 million tonnes in 1950-51, generating 
381,241 billion net tonne kms. of freight output as compared to 37.565 
billion in 1950-51. The table (3.4) shows the trend of growth in freight 
traffic over the year. 
Table-3.4: Growth In Freight Operations from 1950-51 to 2003-04. 
Year 
1950-51 
1960-61 
1970-71 
1980-81 
1990-91 
1992-93 
1993-94 
1994-95 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
Revenue 
earning 
traffic 
(In million) 
73.2 
119.8 
167.9 
195.9 
318.4 
350.1 
358.7 
365.0 
390.7 
409,0 
429.4 
420.9 
456.4 
473.5 
492.5 
518.7 
557.3 
Variation 
over last year 
(in per-cent) 
-
63.6 
40.1 
16.6 
6.25 
9.9 
2.4 
1.7 
7.0 
4.6 
4.9 
-1.9 
8.4 
3.7 
4.0 
0.2 
7.4 
Revenue 
NT Kms. 
(In billion) 
37,565 
72,333 
110,696 
147,652 
235,785 
252,388 
252,411 
249,564 
270,489 
277,567 
284,249 
281,513 
305,201 
312,371 
333,228 
353,194 
381,241 
Variation 
over last year 
(in per-cent) 
-
92.5 
143.3 
53.3 
59.6 
7.0 
0.0 
-1.1 
8.3 
2.6 
2.4 1 
-0.9 
8.4 
2.3 
6.6 
5.9 
7.9 
Source: Compiled and calculated from various Annual Reports, Accounts and 
Year Books, Ministry of Railways, Govt, of India, New Delhi, 
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The table indicates that the future of rail freight seemed bright. 
From 1950 to 1970, enabling Indian Railways rails freight service was 
triple in twenty years from 38 million tonne km., in 1950, to 72 million tonne 
km. in 1960 and 110 million tonne km. in 1970. The freight carried grew 
increasingly slowly, dropping to 1.12 per-cent growth in 1994-95 and 1998-
99. However an unexpected 8.4 per-cent jump was finally recorded in the 
1999-2000. Freight operation increased by 661 per-cent in revenue 
earning traffic and 914 per-cent in revenue net tonne kms. 
(iv). Traction Inputs 
Electric and diesel traction has come to stay as the major modes of 
traction on Indian Railways. The mix of electric and diesel traction in terms 
of GT KMs.^^ In 1950-51 the Indian Railways had a 8120 steam, 17 diesel 
and 72 electric locomotives and as on 2004 Railways have a fleet 
consisting of 45 steam, 4769 diesel and 3003 electric locomotives. The 
wagon fleet was 205,596 units in 1950-51 and as on 31^' March, 2004 
Indian Railways wagon fleet consisted of 228,170 units as shown in table 
(3.5). The table indicates that there is substantial reduction in wagon fleet 
of Indian Railways from 400,946 in 1980-81 to 346,102 in 1990-91 to all 
time low of 214760 in 2002-2003 a reduction of 43 per-cent compared to 
1980-81 years. This resulted in substantial saving in wagons and closure 
of repacking savings of engines and manpower. 
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Table-3.5: Number of Locomotives and Wagons from 1950-51 to 
2003-04. 
Year 
1950-51 
1960-61 
1970-71 
1980-81 
1990-91 
1992-93 
1993-94 
1994-95 
1995-96 
1996-97 
1997-98 
1996-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
Steam 
8120 
10312 
9387 
7469 
2915 
1725 
911 
358 
209 
85 
64 
56 
56 
54 
53 
52 
45 
Diesel 
17 
181 
1169 
2403 
3759 
4069 
4192 
4259 
4313 
4363 
4496 
4586 
4651 
4702 
4815 
4699 
4769 
Number of Locomotives (Units) 
Electric 
72 
131 
602 
1036 
1743 
2012 
2117 
2302 
2387 
2527 
2646 
2785 
2810 
2810 
2871 
2930 
3003 
Total 
8209 
10624 
11158 
10908 
8417 
7806 
7220 
6919 
6909 
6975 
7206 
7429 
7517 
7566 
7739 
7681 
7817 
Growth 
(in per-
cent) 
-
29 4 
50 
-2 2 
-22 8 
-7 2 
-7 5 
-4 1 
-0 1 
09 
33 
30 
1 1 
06 
22 
07 
1 7 
Wagons 
(Units) 
205596 
307907 
383990 
400946 
346102 
337562 
312405 
291360 
280791 
272144 
263981 
252944 
234397 
222147 
216717 
214,760 
228,170 
Growth 
(in per-
cent) 
-
29 7 
24 7 
44 
-13 6 
-2 4 
-7 4 
-6 7 
-3 6 
-3 0 
-0 0 
-41 
-7 3 
-5 2 
-2 4 
-0 9 
62 
Source: Compiled and calculated from various Annual Reports, Accounts and 
Year Books, Ministry of Railways, Govt of India, New Delhi 
(v). Finance of Indian Railways 
Railway is the biggest public enterprise of the India in terms of 
investment and employment it play an indispensable part in our economy 
both as earners of goods and passengers and a symbol of public utility 
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service The Table (3 6) describes the position of railway finances in 
selected years from 1950-51 to 2003-04 
Table-3.6: Revenue and Expenditure of Indian Railways from 1950-51 
to 2003-04. 
Year 
1 
1950-51 
1960-61 
1970-71 
1980-81 
1990-91 
1991-92 
1992-93 
1993-94 
1994-95 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
Gross 
Traffic 
Receipts 
2 
263 3 
460 42 
1,006 95 
2,703 48 
12,451 55 
NA 
16,11473 
18,363 30 
20,529 11 
22,813 84 
24,801 31 
29,134 23 
30,233 95 
33,855 68 
36,010 95 
39,357 81 
42,741 48 
42,904 44 
Total 
Working 
Expenses 
3 
215 74 
372 55 
862 22 
2,575 99 
11,337 77 
NA 
14,159 30 
15,261 17 
16,721 00 
18,678 77 
21,176 79 
26,109 80 
28,b92 79 
31,120 01 
34,939 72 
37,020 28 
38,911 24 
39,482 21 
Net 
Railway 
Revenue 
4 
47 56 
87 87 
144 73 
127 49 
1,11378 
NA 
1,955 43 
3 102 13 
3,102 13 
3,808 11 
4,135 07 
3,624 52 
3,024 43 
2,141 16 
1,071 23 
2,337 53 
3,830 23 
4,478 49 
(Rs 
Dividend 
to 
General 
Revenue 
5 
32 51 
55 86 
164 57 
325 36 
938 11 
NA 
1,514 38 
1,296 05 
1,361 71 
1,264 44 
1,507 46 
1,489 21 
1,742 08 
1,889 78 
307 64 
1337 18 
2,714 83 
3,887 08 
. in crores) 
1 
Net Surplus 
(+) Deficit (-) 
+ 
+ 
-
-
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
6 
15 05 
32 01 
19 84 
197 87 
175 67 
NA 
441 05 
1,806 08 
2,446 40 
2,870 63 
2,11706 
1,535 22 
399 08 
845 89 
763 59 
1,000 36 
1,11540 
1,091 41 
Source: Compiled and calculated from various Annual Reports, Accounts and 
Year Books, Ministry of Railways, Govt of India, New Delhi 
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The second column of the said table depicts that the total earning of 
railways which consists receipts derived from total traffic earnings, goods 
earnings coaches earnings and the other sundry receipts. The gross traffic 
receipts increased from Rs.263.30 crore in 1950-51 to over Rs. 12,451, 55 
crore in 1990-91 while whether increased to Rs.42,904.44 crore during 
2003-04. The third column shows the total working expenses of railways. 
They have also been increasing even since 1950-51. It was recorded of 
amounting Rs. 11337.77 crore in 1990-91 against Rs.215.74 crores in 
1950-51. In 1994-95 the total working expenses again increased to 
Rs. 16,721.00 crores and further to Rs.39,482.21 crore in 2003-04, The 
fourth column highlights the net revenue which has been obtained by 
deducting the total expenses from the total receipts. It was the tune of 47 
crore in 1950-51 and Rs.1113.78 crore in 1990-91. In 1995-96 net revenue 
increased to 3,808.11 in 1996-97 again increased to Rs.4135.07 crore and 
in 2003-04 it was Rs.4,478.49 crores. The fifth column shows the dividend 
to general revenue. In 1950-51, it was of amounting Rs.32.51 crore. which 
rose to rs.325.36 crore in 1980-81 and further to Rs.938.11 crore in 1990-
91. In 1995-96 it stood at Rs.1,264.44 crore and 3,887.08 crore in 2003-
04. 
The column sixth shows that in t995-96, net surplus was 2,870.63 
crore and reduced to 2,117.06 crore in 1996-97 which reduced to 
Rs.1,535.22 crore in 1997-98 and 763.59 crore in 2000-01, The results for 
the 2001-02 for instance show a modest surplus of 1,000.36 crore. The 
annual reports provide the usual information on the makeup and results of 
the many fields of Railways activity, but the deep research press to get a 
fair grasp of the problems faced. The most recent two five-year plan, i.e. 
the eight (1992-1997) and the ninth (1997-2002), boosted ever greater 
sums of money. Indian Railways a further 3,000 Km. of lines in eight year, 
electrified 8,000 Km. more, did away with steam transaction, reduced the 
traction fleet to 7,500 units and the wagon fleet to 244,500 units but 
extended the coach fleet to 38,500 units nonetheless. The 5,3 per-cent of 
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the plan allocated in to total to rail for the (1997-2002) period amounted to 
454 bullion INR for the five years, i.e. v^hich is one and half times that 
accorded under the previous plan, the state bearing one quarter and 
leaving Indian Railways to self finance the remaining three quarters. 
The investment under the ninth plan has been carved up as usual 
with the lion's share going on rolling stock purchase. During the 1998-99 
and 1999-2000 more than one third of the investment money was spent on 
purchases of rolling stock and almost 30 per-cent on infrastructure 
improvements. In practical terms Indian Railways was endowed with 252 
locomotive 2,311 coaches and 16,462 wagons in the year 1999-2000. It 
electrified 404 km. but 167 km. more and added a second track to 3,006 
Km. of line and converted 269 km. of meter gauge track in broad gauge. 
Railway plans have been, traditionally financed through (a) internal 
resource generation, and (b) budgetary support from the central 
government. However, since the late 1980s market borrowings have been 
significant while internal resource generation has taken a back. It means 
the strategic growth is largely dependent on borrowed capital, pumping so 
much money with borrowed will lead to Indian Railways into a debt trap. 
Over the past decade, the borrowing have essentially met the lease 
charges which have been continuously increasing from around 8 per-cent 
of ordinary working expanses in 1992-93 to around 10.5 per-cent in 1999-
2000 and declining emphasis on internal resource generation is cause of 
Railways financial constraints. '"* 
* 
It is observed that the decline in the financial support affected its 
modernization and technological upgradation. Railways therefore forced to 
raise funds from the market which is expensive. On the other hand, 
requirement of funds is increased, to meet increasing demand for services 
as well as renewals and replacement of ever widening asset base. 
Therefore Railways investments must be carefully, planned and put to 
most productive use and return must be quickest and the highest. As 
70 
Indian Railways - An Overview 
Central Government is incapable of providing resource for the growth of 
Indian Railways. 
Besides so much freight and passenger grovilh, if proper tariff 
policy and budgetary support is not made. The expansion and 
maintenance of Railway assets will be in dark. However, lack of an 
effective tariff strategy is main barrier in the way of progress and 
development. 
3.4. RECRUITMENT AND SELECTION 
Recruitment is the first step in the employment of labour, and 
naturally the methods and organisations by means of which labour is 
brought into industry and has lot to do with ultimate success or failure of 
such employment. Recruitment to the railway service is made through 
service commission, which are independent of the railway administration.^^ 
Recruitment of Group A officers for the Indian Railways for various 
engineering disciplines and civil services is done through the Union Public 
Service Commission, One of the important tasks managed by the Ministry 
of Railway is the recruitment for Engineering Services of all the 
Department and Ministries through the combined Engineering Service 
Examination conducted annually by UPSC. 
The Railway Ministry have been working as the nodal agency in 
respect of recruitment of engineers for the entire Government of India in 
the same manner as Department of Personnel and Training works for civil 
services examination. Annually about one thousand engineers 
representing civil, mechanical, electrical and electronics disciplines are 
recommended by the UPSC for appointment in the Central Government 
and after completion of medical and physical verifications etc, these 
engineers are allocated to different Ministries / Departments of the 
Government of India by the Ministry of Railway depending on their merit 
position and performance. 
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During the year 1990-91, an in-depth review was undertaken with 
regard to procedure and modalities carried out in the recruitment system 
with the streamlining of the procedure, it has been possible for the 
Management Service Directorate to finalise the allotment much in advance 
by reducing three to four months time. The recruitment procedures have 
also been streamlined in respect of other categories like special class. 
Railway Apprentices Examination, appointment of Hindi Officers, Chemists 
and Metallurgists Superintendent Printing and Stationery etc. 
Generally, the recruitment to group C posts is conducted by 
Railway Recruitment Boards which have been established at 19 places. 
These Recruitment Boards have speeded up the selection process and 
also brought the recruitment process very close to the candidates. It has 
by and large met the regional aspirations in the matter of employment. 
Recruitment is conducted for about 90 categories of staff. Pay scales vary 
from Rs.950-1500 to Rs.2375-3500.^^ Qualification which vary from 
Matriculation to Graduation and Diploma Degree in engineering, are 
prescribed in such a manner that these meet the demand of the jobs. 
The selection process covers both written test and interviews. For 
safety categories such as Assistant Station masters and assistant Drivers, 
there is an additional provision of psychological tests which measures the 
intelligence of the candidate, their power of observation and sense of 
responsibility which are so essential for ensuring safety of trains.''' 
3.5. ORGANIZATION AND ADMINISTRATION 
Railways have passed through difficult stages involving different 
methods of railway construction like old guarantee system, state 
construction, New guarantee system Nationalisation etc. Consequently 
they have worked under difficult administrative system. 
72 
Indian Railways - An Overview 
At present Railway organisation is controlled and managed by the 
Railway Board under the Union Ministry of Transport assisted by a 
Minister of State for Railways. 
Top Management 
Minister of Railways 
Ministers of State for Railways 
Members Railway Board 
(a) Chairman (b) Financial Commissioner (c) Member Electrical (d) 
Member Engineering (e) Member Mechanical (f) Member staff (g) 
Member traffic (h) Secretary. 
Additional members 
For Finance, Budget, Traffic, Staff, Mechanical Commercial Electrical, 
there are additional members for MIS and for various other 
departments. 
Directors General 
Railway health service 
Railway protection force 
General Manager, Zonal Railways 
OSD's New Zonal Railways 
General Managers, Production Units 
General Manager others 
Principal, Railway Staff College 
Director 
General (Research, Design and standards organisation) 
Chief administrative officers (Railways) 
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Central Organization for modernisation of workshops Diesel 
component works. 
Advisers 
(a) Economic adviser (b) Legal adviser (c) Finance (Exp.) adviser (d) 
Industrial Relations adviser (e) Vigilance adviser (f) Estt. Gag. Cadre 
adviser. 
Secretary 
Secretary, Railway Board.^^ 
The flow chart in fig. 3.1(a) shows the organizational structure of 
Indian Railways. 
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Fig. 3.1(A) ORGANISATION STRUCTURE OF INDIAN RAILWAYS 
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Source: Annual Reports & Accounts "Indian Railways as on Feb.2004. 
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3.5(1). Ministry of Raiiways (Railway Board) 
President has framed rules for the convenient transaction to the 
business of the Govt, of India. The subject allocated to the Ministry of 
Railways (Railway Board) are in charge of the Minister of Railways who is 
a Minister of Cabinet rank. He is associated in his work by one or more 
Minister who are of the status of Minister of State or Deputy Minister. 
These Ministers perform such functions as may be assigned to them in 
relation to the business allocated to the Ministry. The Railway Board's 
Chief Administrative and Executive Body assisting the Minister of 
Railways, in the discharge of his functions. ^ ^ 
The management structure of the railways as in force at present 
with the Ministry of Railways (Railway Board) at the top, the zonal railway 
management and the divisional management at the field levels is 
exceptionally suitable to Indian conditions. It ensures equitable 
development of railways in all parts of the country, common and inform 
rules and regulations, dealing with the general public on a fair basis and 
unification of the vast areas of the Indian Union Territory. Some advisory 
committee have been set up to advise and guide the railway administration 
in various fields: 
(i) National Railway User's Consultative Council 
(ii) Zonal Railway User's Consultative Committee 
(iii) Divisional Railways User's Consultative Committee 
(iv) Miscellaneous Railway Committees and 
(v) Railway Rates Tribunal 
The administrative structure is the result of more than a century's 
experimentation and adaptation of the various alternatives arrangements. 
The Railway management has undergone sea changes in the years gone 
by, generally in keeping with, the requirement of a particular time. The 
members of the Board are highly experienced person in railway affairs. 
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They have a vast practical knowledge of v /^orking in the field. It is quite 
natural to expect meaningful result from their working knowledge. For this, 
it is essential to lessen the workload. As at present the Railway Board 
functions as a Ministry of Railways similarly to other Ministries. It exercise 
full powers of the Central Government with regard to regulation, 
construction, maintenance and operations of Railways. At the same time 
the Board is the highest executive body of Railways. It, therefore, performs 
executive as well as policy - making functions. In other words, the 
functions of the Board include /^^^ ^->.i-t''<; 
^^^^ 
(a) day to day administration; , " " ^ X ' 
(b) coordination of activities of different zonal railways with each other 
as also with the production units and vanous ottTer-^ agdncJeS 
centrally administered; and "^''^ 
(c) policy making. 
These functions are intimately linked with each other and have to 
be dealt with in a coordinated manner. It is, therefore, difficult to shift the 
executives functions (a, and b) entirely to the zonal Railways. The 
availability of quick and up to date information is vital for the decision 
making process. This can be had from the respective zones also in a 
shortest possible time because of sophisticated communication facilities 
but the pulse can be felt more accurately if the top administration is 
involved in some measure in the routine functioning of the Railway in order 
to understand and solve the problems immediately in an integrated 
manner. 
It suggests that the functions, as at present performed by the 
Board, should remain with them. However, the workload has to be reduced 
to enable the members to give more time for policy making functions. 
It has Increasingly been realised that the Railways are not 
functioning with great efficiency and economy. This calls for urgent remedy 
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of the problems faced by the Railway administration. The most serious 
difficulty of the Railway administration is that they have to face a very high 
degree of political interference in their administrative functioning. 
Interference is opposed to efficiency. In policy making, however, the 
interference is rewarding since it channelises the activities of railway 
administration into the most desirable directions of public interest and 
national priorities. Once, the priorities have been fixed and the public 
interest identified, the executive functions have to be related to them for 
meaningful materialisation and maintaining the health of the enterprises. 
Interference here disturbs the entire functioning.^ 
3.6. WAGES TO THE EMPLOYEES 
Wages means all remuneration capable of being expressed in 
terms of money, which would, if the terms of employment express or 
implied were fulfilled, be payable to workman in respect of his employment 
and include dearness allowances, house rent allowances, supply of light, 
water, medical attendance or other amenities or any service or any 
concessional supply food grains or other article and travelling 
concession.^^ 
One of the important factors to be taken care of in labour relations 
is the amount of remuneration to be paid to an employee. Remuneration 
provide more than a means of satisfying the physical needs, it provides 
recognition, a sense of accomplishment and determines social status. ^ ^ 
Hence formulation and administration of sound remuneration policy to 
attract and retain right personnel in right position is the responsibility of the 
management in any organization. 
Development and administration of sound wage and salary 
execution are not only important but also very complex. On the one hand a 
majority of union- management problems and disputes involving lose of 
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millions man-days relate to the questions of wage. On the other hand, 
remuneration is often one of the largest components of the cost of 
production. 
It is clear from the above table that the number of employees has 
gone from 9,14,000 in 1950-51 to 14,4100 in 2000-01, indicating a rise of 
57 per-cent. 
The wage bill including pension etc had also gone up from Rs.113.8 
crore in 1950-51 to Rs.20,928.7 crore in 2003-04, showing an increase of 
18290 per-cent. Similarly, the average wage per employee per annum also 
rise from Rs.1,245 in 1950-51 to Rs.1,452.3 depicting a rise of 11565.5 
per-cent during the period under review. 
Prevailing rates of remuneration in comparable industries 
constituted an important factor to be taken into account in the 
determination of wage and salary levels. It is felt that the wages of railway 
employees are lower compared to that of comparable jobs in other public 
sector industries. The Administrative Reforms Commission in its reports on 
Railway found that the wages of railways employees are lower compared 
to that of other departments of the government. Accordingly it 
recommended that Government should consider the question of reducing 
the disparities of pay scales for comparable posts in the ratings and other 
departments on the basis of evaluation of duties and responsibilities and 
qualification requirement.^ ^ 
3.7. PERSONNEL AND MANPOWER PLANNING 
Personnel and manpower planning in Indian Railways is of 
paramount importance for the development of workforce. In the \nclian 
Railways the Personnel Department is of recent origin, it has been 
established to cope with frequent labour problem arsing from the sheer 
size of their work force. Initially there were district officers to tackJe the 
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vi^ orkers problems. Changes in labour laws with provisions for better 
service and working conditions have enhanced the scope of personnel 
management. They have paved the way for separate personal department 
at the Zonal and divisional levels with a widespread network of units. 
The traditional concept of personnel management has been given 
up. Now it includes social activities and other efforts aimed at raising the 
morale of the staff. Apart from the traditional functions of planning 
recruitment, training for career development, controlling, transferring, 
promotions, demotions etc. The main task is now to create an environment 
for job satisfaction for the workers.^ "^ 
It is felt that Railways have been facing certain problem in 
Personnel Department due to increase in skilled technical and higher level 
employees in areas such as salaries, allowances, bonus, benefits and 
working conditions, the trends of increase in skilled and higher level 
employees and challenges in managing them will continue in view of the 
adoption of advanced technology in Indian Railways. Hence, it may be 
suggested that the railways will have to provide better benefits and 
working personnel Managers and sophisticated technique to meet the 
situation effectively. Instead of have a short-sighted approach of reducing 
the load of workers, it is much more useful to have a longer term view of 
developing the hidden potential of the workers and treat the corporation as 
a community. The personnel management has to boost the morale of the 
employees, providing job satisfaction to them and to develop in them the 
quality of loyalty and integrity. It is also the task of personnel management 
to get the cooperation of the workers in modernisation, innovation etc. 
Such cooperation creates an environment of mutual trust between the 
management and the workers. Personnel management, in its advisory 
capacity, should issue a manual for all the departments to regulate the 
conduct of workers, and the attitude of management. It possible, the 
manual may include rules and procedures or promotions, demotions, 
reward, motivation, training etc. Uniform practice in these vital areas is 
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helpful in creating an environment of mutual trust between the 
management and the workers. 
Table 3.7 is showing the size and structure of labour force in Indian 
Railways. 
Table 3.7: Number of Employees in Indian Railways Group Wise (in 
thousand) Wage Bill (in crore), and average of Wage 
Bill/Employees from 1950-51 to 2000-01. 
Year 
1950-51 
1960-61 
1970-71 
1980-81 
1990-91 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
• • 
Group 
A&B 
2.3 
4.4 
8,1 
11.2 
14.3 
14.1 
14.6 
14.6 
14.8 
14.3 
13.6 
14.3 
Group C 
223.5 
463.1 
583.2 
721.1 
891.4 
893.9 
900.0 
908.6. 
900.3 
890.0 
870.0 
860.1 
• 
Group D 
687.8 
689.5 
782.9 
839.9 
746.1 
670.8 
663.8 
654.0 
630.2 
606.5 
588.3 
567.1 
Total 
913.6 
1,157.0 
1,374.2 
1,572.2 
1,651.8 
1578.0 
1577.0 
1577.0 
1545.0 
1510.0 
1471.0 
1441.0 
Wage bill 
(In crore) 
113.8 
205.2 
459.9 
1,316.7 
5,166.3 
14,140.0 
15,610.6 
16,88.7 
18,841.4 
19,214.1 
19,914.8 
20,928.7 
1 
Average 
wage/ 
employee 
12.45 
17.73 
33.47 
83.75 
312.7 
896.0 
989.2 
1032.8 
1219.5 
1272.4 
1353.8 
1452.3 
Source: Compiled and calculated from various Annual Reports, Accounts and 
Year Books, Ministry of Railways, Govt, of India, New Delhi. 
It can be observed from table that the number of Group A&B 
employee increased from 2,300 to 14,300 during 1950-51 and 2003-04 
showing a rise of 521 per-cent. The number of group 'C employees 
increased from 2,23,500 in 1950-51 to 8,60,100 in 2003-04, which shows 
an increase of 284 per-cent. Number of group D employees rises from 
6,87,800 in 1950-51 to 8,39,900 in 1980-81 but decline to 567,100 in 
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2003-04. The position was perhaps due'to upgradation of some categories 
of employees from group D to group C. 
The main cause for the slow progressive trend since 90's in the size 
of group D staff are the acce\erat'ton of dieselisation and electrification, 
implementation of other labour saving technology, and promoting by 
moulding the skills to the job and organisational requirement, through 
training programme. It is clear from the above table that the number of 
employees has gone from 914000 in 1950-51 to 1441000 in 2003-04 
indicating a rise of 57 per-cent. The wage bill including pension etc. had 
also gone up from Rs,113.8 crore in 1950-51 to 20928.7 crore in 2003-04 
showing an increase of 18290 per-cent. 
The cost of staff on Railways amounts to approximately 60 percent 
of the total working expenses, therefore, it would be necessary to plan its 
manpower in such a way that adequate staffs are made available for the 
new assets without incurring additional expenditure. This is being achieved 
by locating the excess manpower in the existing system and making 
available for additional assets after giving necessary training, wherever 
necessary. 
Recently in this huge organisation, due to rapid increase in traffic 
and also change in system, in introducing mechanisation, modernisation 
and computerisation, it has become essential on the part of Railways to 
plan It manpower suitability, In order to cope up with the Increased volume 
of workload competently, efficiently and economically. More so, a large 
section of Railways has been electrified and under progress, requiring 
skilled staff, has also added/contributed for the assessment of qualified 
and skilled staff to manage the operation of Railways efficiently as to 
satisfy its accountability to the public for whose comfort the management 
has to ensure. 
In order to achieve these objectives, to arrest the bottlenecks and to 
ensure smooth working of Railways, the Ministry of Railways have planned 
its manpower suitably as under; 
82 
Indian Railways - An Overview 
(a) Recruitment of staff with proper and suitable educational and 
technical qualifications by upgrading the limit of educational and 
technical qualification for most of the categories, and 
(b) Arranging training, frequent refresher courses, promotional 
courses, technical courses and catering orientation courses in 
Government and Non-Government institutions. 
In regard to (a) above, technology and modernisation of Railv^ a^ys, 
has warranted improvements in manpower with the changing needs in 
field of operations, for various categories of staff. Likewise Financial 
Planning, it also require long-term planning manpower, resulting in 
upgradation of educational and technical qualifications for recruitment. 
Thus the educational qualification of even Group 'D' staff have been 
upgraded as they have to operate their working with changed modern 
technology specifically in S&T workshops, Loco sheds whether diesel or 
electric, engineering and mechanical workshops. For recruitment of such 
staff, the minimum educational qualification is Matric or equivalent with ITI 
or completion course under Apprentices Act. Railway Board have also 
considered the upgradation of qualification for recruitment of casual labour 
who have to be absorbed under the rules, in the time scale, in the nearer 
future. Similarly, such changes have been made in the most of the 
categories. 
In regard to (b), initial and management training to Gazetted 
Officers, is catered in the following institutions: 
1. Railway Staff College, Vadodara; 
2. Indian Railway Institute of Civil Engineering, Pune; 
3. Institute of Signal and Tele-communication, Secunderabad; 
4. Institute of Mechanical & Electrical Engineering, Jamalpur; 
5. Institute of Electrical Engineering, Nasik; and 
6. Workshop and Technical School, Kharagpur. 
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In order to develop both quality and quantity, refresher courses on 
management and technical subjects, are being catered in these institutions 
as well as in other private institutions. 
Training for non-gazetted staff is arranged for initial course, 
refresher courses, promotional courses and specialised courses in zonal 
Training Schools as well as in other private institutes, in order to gain 
sufficient knowledge of technical capability, on personnel subject and on 
financial matters.^^ 
Rail India Technical and Economic Service Ltd. (RITES) was 
commissioned to make a diagnostic study on manpower planning on 
Indian Railways. RITES report was revised and was examined by the 
Railways. The various recommendations for implementation. It will be a 
continued exercise. Each Directorate has drawn up action plan for 
implementation of the recommendations. During the various interactions 
with the Zonal Railways, certain areas have been identified for speedy 
implementation. These areas are as under. 
There are many railway sidings which are not in use for a number of 
years whereas the maintenance manpower continues to be on roll. These 
sidings as identified could be spiked and the manpower pertaining to such 
sidings could be surrendered. 
In some cases, railways have started new activities beyond the 
projects approved under the five-year plans to re-deploy the surplus staff. 
New activities should not be started purely to keep staff occupied. 
In order to coordinate action in the area of manpower planning, 
each department may create a manpower planning cell manned by an 
inspector both at Divisional and Headquarters level. These posts may be 
created by redeployment of existing sanctions or by matching surrenders. 
It may be pointed out that it is proposed to set up division based 
computerised manpower information systems. 
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The creation of a cell would go a long way in focussing attention on 
this important area. An account of the manpower rendered surplus on 
account of closure of steam loco sheds, yards and sidings should be 
maintained. A review of the manpower in workshops / production units will 
be necessary. Similarly review of manpower at each depot and at each 
workshop should be systematically conduced and a zero based manpower 
budget is prepared. 
At no stage these exercise would lead to retrenchment of any 
employee. The staff rendered surplus will be redeployed in productive 
work and gainful employment in order to make the railways a viable 
commercial organisation. This will be in the long-term interest of the 
workers. 
Once the Indian Railways, financial viability is maintained, there will 
be more employment opportunities on a continuous basis. Therefore, the 
labour force should support the Manpower planning of Indian Railways.^^ 
3.8. TRAINING AND DEVELOPMENT 
The aim of training in industry is to improve efficiency and 
standards of the workers. An average Indian employees level of efficiency 
today is far below to that his counterparts in industrially advanced 
countries. This is not because the Indian worker is incapable of improving 
his standard of efficiency, it is because, he does not have the opportunities 
for education, training and improving his skill. Efficiency of a worker 
depends on good machinery, layout of the plant, conditions of work, and 
efficiency of the management. Thus the basic theme of training functions 
is to achieve effective performance by the employees towards attainment 
of organizational goal. As Indian Railways are the oldest and biggest 
public sector undertaking in our country. They have to play a significant 
role in setting example for other sectors to ensure optimum utilisation of 
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resources. Training programme in Indian Railways has therefore, been 
and continue to be integral part of the entire management process and 
programme, and plays a vital role in equipping railway officers with 
requisite attitude and knowledge. 
3.8 (i). Training Programmes 
The training of directly recruited Group A officers through UPSC is 
centralised as follows. 
1. Indian Railways Traffic 
Service 
2. Indian Railways Accounts 
Service 
3. Indian Railways Personnel 
Sen/ice 
4. Indian Railways Service of 
Mechanical 
5. Indian Railway Service of 
Electrical 
6. Indian Railways Service of 
(Civil) Engineer 
7. Indian Railways Store Service 
8. Indian Railways Sen/ice of 
Signal Engineers 
-> 
Railway Staff College, Vadodra 
Railway Staff College, Vadodra. 
Railway Staff College, Vadodra. 
Indian Railways Institute of 
Mechanical & Electrical Engineers. 
Indian Railways Institute of Electrical 
Engineering, Nasik. 
Indian Railways Institute of Civil 
Engineers, Rune. 
Railway Staff College, Vadodra. 
Indian Railways Institute of Signal & 
Telecom Engineers, Secundrabad. 
All in service officers have to go to the respective institutions for 
their professional course and to Railway Staff College, Vadodra for 
management and foundation course some course are organised at outside 
railway institutions also and powers have been given to the General 
Managers to make nominations depending on requirement. 
Group 'C staff who are due for promotion to Group 'B' are required 
to undergo pre-selection coaching. These are applicable to selection as 
well as limited departmental competitive examination covering posts both 
'Safety' and Non Safety categories. 
86 
Indian Railways - An Overview 
Group 'B' officers have to undergo orientation and integrated course 
/ training within one year of promotion to Group 'B' posts. Principal aim of 
this training is to broaden the vision of Group 'B' officers and to familiarise 
them with the entire working of rail operations, including inter-departmental 
co-ordination. Budgeting, establishment procedures etc. These courses 
are organised in zonal training schools at Udaipur, and Trichy.^ ® 
In order to develop manpower to provide cost effective service to 
Railway users, a large number of initiatives have been taken. These 
include improvement in learning environment and updating Training 
Modules. Development of railwaymen through inhouse training 
programmes is being supplemented by availing of opportunities available 
abroad and in non-railway institution in India. Manpower planning systems 
have been redesigned so as to regulate manpower intake with reference 
to emerging business needs -and financial viability of the system. Training 
needs of non-gazetted staff are being taken care of by 176 training centres 
located across the Railway System. 
Despite expansion of training facilities the performance of Indian 
Railway has not been impressive in various aspects of its working like 
punctuality safety, accidents etc. etc. are below the expected performance 
are due to lack of training facilities as compare to the requirements. Hence 
inviting suggestions from the employees regarding higher production, 
safety, health, working conditions and other matters relating to their daily 
life in the factory is considered to be good scheme for training of the 
workers. Such a scheme will encourage the workers to participate more 
actively and consciously in making constructive suggestion and will bring 
good results, viz, improve knowledge and skill of the workers, reduce 
accidents and workmen's compensation and thus promote good labour 
relations. 
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3.9. CONCLUSION 
During 150 glorious years Indian Railways has made steady and 
significant progress since the first train journeyed from Bori Bunder in 
Bombay to Thane a distance of 34 Kms. on 16'^  April 1853. While it is true 
the overall growth of rail is quite impressive but still it have some pitfalls 
and these pitfalls are due to wrong planning, political interference, 
erroneous decisions, dwindling budgetary support, ineffective traffic 
policies, lack of technology upgradation and there are many more which 
have hampered the Railways to achieve higher efficiency level. 
The study made in different se.ctions of this chapter makes an 
attempt to show that Indian Railways future success lies on the effective 
policies, better internal resource management, overcoming the diminishing 
share in the national transport market, commercial nature of investment. 
Appropriate tariff policies, manpower planning, training etc. The time is 
now ripe for the railways to launch a bold and vision-able programmes in 
each of the departments of railways for removing the barriers in path of its 
grovi^h and its progress so as to make it more viable and effective. All this 
will be possible only when HRD and Labour Relations will be cordial. The 
next chapter "Labour Relations in Indian Railways" is an attempt to study 
the labour relations machinery prevailing in Indian Railways and the 
impact of good labour relation on the productivity of Indian Railways. 
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CHAPTER - IV 
LABOUR RELATIONS IN INDIAN RAILWAYS 
4.1. INTRODUCTION 
Since labour is given in the concurrent list of distribution of powers 
in the Constitution of India, therefore, both the union as well as the 
constituent units, i.e. states/Union Territories, have been empowered to 
enact laws in the field of labour. This has given rise to a plethora of labour 
legislations numbering more than one hundred^ Some of these 
legislations were enacted in the pre-independence days like Payment of 
Wages Act, 1936, Industrial Employment (Standing Orders) Act, 1946, 
Industrial Disputes Acts 1947, etc. These legislations basically had a 
negative orientation; they believe in regulation of industrial disputes on an 
adversarial plane and not to harmonies and resolve industrial relations 
keeping the identity of interests of the social partners as the paramount 
strategy. 
Besides, laws like Industrial Disputes Act come into operation only if 
there is a layoff or retrenchment or strike or lockout and not otherwise. 
They operate by exception and not by rule. They rest more on the premise 
of third party intervention in a set of limited situations (public utility service 
establishments employing 100. and above) and not on the premise of pre-
empting a crisis situation. Apart from the fact that several of these 
legislations have become antiquated and totally out of tune with the 
requirements of the labour market. They rest on wrong premises such as 
luring the workers into a false sense of employment and job security by 
protecting their employment which is neither in the interest of the workers 
nor in the interest of the industry (example section 9-A and chapter V-B of 
the Industrial Disputes Act). Such provisions and practices for protecting 
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jobs lull people currently in employment into a sense of complacency 
instead of inculcating the urge to be competitive by professional evolution 
and empowerment. They also prevent induction of fresh blood which is so 
essential in a globally competitive environment. At a time when 
competition is the law of nature and the global markets are fiercely 
aggressive and aggressively competitive, what we need is a new brand of 
workforce which is agile, alert, aware, highly skilled. Which believes in 
keeping itself abreast of the latest changes and developments in the 
labour market and acquire the necessary knowledge and skill to grapple 
with the changes in the market so that the mismatch between individual 
skills and requirements of the labour markets could be mitigated.^ 
Alongwith mismatched legislation adequate attention has also not 
been paid to the pivotal role of education and training in terms of building 
up a stable base of knowledge and skill of the workers both before and 
after recruitment. It is well known that access to such knowledge, 
information and skiiis are required not only for maintaining competitiveness 
and ensuring adaptable and productive enterprises but also for achieving 
personal and social development. Vocational training in India has 
remained largely government funded and government controlled with 
negligible private initiative (barring a few reputed industrial houses). Most 
of these programmes are being implemented in a very rigid and 
centralized framework without much flexibility and autonomy on the part of 
the enterprises to plan their own in house strategy for vocational skill 
training. Consistent with the norms of standardisation and quality control it 
is necessary and desirable to create a climate where industry should be 
encouraged and facilitated to invest in skill training to build up human 
capabilities of its workforce and to use such capabilities in a globally 
competitive environment. 
Simultaneously, it is necessary and desirable to create appropriate 
institutional mechanisms within industrial enterprises which should be able 
to resolve grievances of industrial employees through bipartite means 
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such as Joint Negotiating Councils. If tl^ere is an institutional mechanism 
which takes cognisance of grievances as they emerge and resolves them 
positively and constructively they will not acquire the shape of industrial 
disputes later straining industrial relations and warranting third party 
intervention. Such a mechanism will minimise the interventionist role of the 
third party such as conciliation machinery and will promote much greater 
trust, goodwill and understanding amongst the social partners."' 
Till this is done by way of amendment of the existing statute, it may 
be appropriate to give a fair chance to the successful functioning of the 
Work Committees which appear to have been left in a moribund state in 
most of the industrial enterprises employing hundred and above. 
The process of reforms (economic, fiscal, financial) will not be complete 
without reforms in labour laws and reforms in labour laws can be initiated 
only after a consensus has been reached amongst the three social 
partners, i.e. government, employers and workers, through a process of 
social dialogue. It will be possible to reach such a consensus only when 
the three social partners realjse that in a world of sweeping changes they 
cannot afford to shut themselves off in a cocoon.'* 
In the preceding chapters an attempt has been made to develop a 
conceptual framework on labour relations so as to understand the in and 
out of the labour relations. To understand the pattern of Indian Railways, 
effort has been also made to give a brief profile to tlie Indian Railways 
reflecting the growth pattern in the Indian Railways. The significance of 
industrial peace and harmonious labour relations need hardly be 
overemphasized in the Indian railways. A very large number of Central 
Government employees are working in this undertaking. The labour policy 
followed in this organisation has a great bearing on the labour relations not 
only of this organisation but in the other sectors of the economy too. 
Inspite of the measure taken from time to time, to prevent the strikes, 
labour relations were not satisfactory upto 1990's. The strikes were 
93 
Labour Relations in Indian Railways 
responsible for enormous losses on all fronts of the national economy and 
caused inconvenience to the public. There were two contrasting trends in 
the labour relations of the railways. The chapter attempts to highlight the 
causative factors for these trends. 
The present chapter before taking up the causative factor for the 
trends in Indian railways deals with Labour Relation Machinery i.e. Trade 
Unions, Collective bargaining scheme, Workers participation schemes, 
and labour disputes in Indian railways. It also seeks to find out the extent 
of mutual cooperation of labour and management in collective bargaining 
scheme and in workers participation scheme. 
4.2. THE ECONOMIC REFORMS AND LABOUR RELATIONS 
New economic reforms are emphasizing liberalization and 
globalisation of the economy. This implies greater reliance on the market 
forces both within and outside the economy so that we promote efficiency 
and productivity leading to competitive capacity in the world economy. 
A railway has, therefore, started restructuring, downsizing and 
reducing overheads with a view to effecting cost reduction. In an attempt 
to enhance productivity automation. Modernization is the call of the day. It 
has been observed in following discussion that the total number of 
employees since 1991 has marginally fallen. This is a polemic issue which 
is often raised by alarmist like left parties, and is more of a political issue. 
This issue does not impinge 6n the labour relations to the extent that it 
may lead to strikes. However, a substantial increase in average income of 
the employee has led to higher satisfaction levels during the similar period 
and hence nurturing the labour relations and almost no strikes. All these 
efforts at restructuring and downsizing imply loss of jobs. Obviously, new 
economic reforms are leading to a process of jobless growth. 
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As already explained that the railway finances are in red, and was 
suggested to stop wasteful expenditure on motor vehicles and luxury 
items, streamline procurement of stores, contractual payments, etc. and 
also to exert pressure on the Government to increase its budgetary 
support, so that hefty interest payment on IRFC loan can be minimised. 
But without taking those measures, the Railway Ministry has chosen to 
reduce the staff strength. With this means, Railway's finances will not 
improve and it will be counterproductive. In the process of manpower 
planning, the strength of Group 'C & 'D' employees has been arbitrarily 
reduced, while there has been increase in the strength of gazetted cadre. 
The whole manpower exercise is lopsided. While the vacancies of Group 
'C & 'D' posts are not being filled up, the indents for the recruitment of 
Group 'A' are being placed with the UPSC. 
In the opinion of Railway Ministry unless and until the staff cost is 
contained and reduced, the Railway finance can not be managed. In this 
bid the strength of Group 'C and Group 'D' has been reduced from 
1,765,050 in 1978-79 to 1,578,800 i.e. strength has been reduced by 
10.56% where as in case of Gazetted Cadre the strength has been 
increased from 9,931 to 14,100 i.e. an increase of 41.98%. The strength of 
staff in the Railway Board has been increased by 102% during the same 
period. There have been vacant post of more than 1.20 lakh in Indian 
Railways in Group 'C and 'D'. 
It may be noted that there is a marginal fall in the total number of 
employees. However, there is a rapid restructuring of the total 
employment. There is a substantial jump on the higher rank employees. 
While the number has fallen in 'C and 'D' grade categories. This is mainly 
because of the need generated at of automation and modernization. The 
trend is likely continue in future to meet the increasing requirement of 
more educated and high technique savvy. 
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Restructuring and downsizing botli aim at reducing the labour force 
to raise productivity. Industry has been demanding a policy of flexibility in 
employment of labour. Flexibility implies the hght to 'hire and fire'. 
The basic problem with all attempts at economic reforms is not to 
treat labour as an asset, but as mere instrument which can be dispensed 
with when, in the judgement of the employer, it is no longer useful. This is 
a very mechanical view of labour, which is resented by trade unions on the 
one hand, and judiciary on the other, For the employer, it is an attempt at 
cost reduction but for the employees, it is the loss of job. 
It has been found that though theoretically a plan for redeployment 
and retraining of workers is also part of the package, very little effort has 
gone in for redeployment and retraining. 
4.3. TRADE UNION MOVEMENT IN RAILWAYS 
Indian railway workers began to assert their trade union hghts in an 
organised fashion after the 1914-1918 war. The earliest strikes on Indian 
Railways were promoted by mixed motives: the workers struggle to 
improve their economic condition and to register their protest against an 
alien rule. In 1921-22 there was a wave of strikes, lasting from 1 to 90 
days. About 7000 men of the Liluah carriage and wagon shop v/ere on 
strike for several weeks leading to riots at Howrah station in Feb. 1922. 
Workers resorted to these strikes not purely from the motive of forcing 
railway management to give them higher wages and better working 
conditions, but also to give expression to the national upsurge against a 
system, which had been largely exploited to serve the political ends of a 
foreign power. The first articulation of the railway workers physical distress 
and emotional discontent was the formation in 1923, of the All India 
Railwaymen's Federation, to which a dozen unions, with a membership of 
about 2,00,000 were affiliated. 
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There were strikes by the Loco staff of the GIP at Agra and 
workshop staff of Rohilkhand and Kumaon at Izatnagar in March 1921, the 
Indian Loco running staff on the EIR at Jharia in January 1922, the English 
workshop staff of the Madras and Southern Mahratta at Arkonam in 
September 1922 and by the Ikoco and Carriage and Wagon men of the 
Oudh and Rohilkhand in June 1922. Question regarding these strikes were 
put in the Council of State and the Legislative Assembly. There was also a 
threatened strike on the Oudh and Rohilkhand Railway on economic 
grounds, which is salaries in the case of low paid staff were insufficient. 
In the papers of the Railway Board for the 1920s, there is no such 
entry as 'unions' by 1930, unions had been established on a number of 
railways, BB & CI, EIR, GIP & SM, Mysore and NWR^ The All India 
Railwaymen's Federation was, formed in 1921, combining some of the 
unions in the various Railways, The federation was one of the most 
powerful trade unions in the country and at times played a key role in the 
entire trade union movement of India under eminent leaderships. Over the 
years, the leadership of some of the unions caused shifts in the policy and 
very often coloured by political overtones. Till 1948, AIRF was the only 
organisation, which had the privilege of the exclusive recognition and 
negotiation with the administration. 
Soon after independence, the* Indian National Trade Union 
Congress (INTUC) was formed and under its aegis, a new organisation of 
railwaymen, viz. the Indian National Railway workers Federation (INRWF) 
was formed. As it had gained some strength the Ministry of Railways and 
accorded recognition to INRWF and its affiliated unions in 1949. 
To enable the movement to increase the bargaining power of the 
railwaymen, the leaders of the INRWF felt the need for organisational unity 
between the two federations. In April, 1953, the two were merged and a 
new Federation, the National Federation of Indian Railwaymen (NFIR) 
came into existence. However, the unity did not last long and ultimately the 
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federations fell apart/ From 1959, the set up of trade Unions in the 
Railways consisted of two federations and their affiliates on zonal 
Railways, as the recognised bodies of labour. 
The NFIR, a successor of the INRWF, followed mainly the 
philosophy of INTUC. The AIRF followed the HMS and some unions in the 
AIRF were led by the communists. In March 1974, the CPI formed a third 
federation, viz, the Indian Railways Workers Federation (IRWF) under the 
Presidentship of S.A. Dange, the Chairman of the CPI (Communist Party 
of India). 
From 1960's due to the general economic situation in the country 
and particularly the adverse financial position of Railways, the government 
could not meet some of thfe economic demands of employees. Some 
employees in various categories of Railway staff attributed this to the 
ineffectiveness of the recognised federations, as they had not adequately 
represented the interests of all sections of the workers. This situation was 
exploited by some political parties and public leaders. As a result, a spate 
of category wise unions emerged.^ 
After the co-existence of the two rival camps for about four years, 
the AIRF and INRW were merged into a new federation called National 
Federation of Indian Rallwaymen. But this unity could not service for long 
and the federation was divided into All India Railwaymen's Federation 
(AIRF) and National Federation of Indian Railwaymen.^ Thus presently 
there are two recognised federations viz. AIRF and NFIR. 
Instead of improving Labour relations, recognition of the second 
federation, according to the representatives of the AIRF, contributed to 
inter-union rivalries and to non-settlement of grievances. 
Union rivalry resulted in the absence of cooperation not only 
between unions but also between unions and management affecting the 
achievement of railway goals like productivity, profitability, safety in travel 
etc. In an attempt to improve their membership support, these unions field 
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grievances and organised illegal strike frequently during 1970-71, 1973-
74, 1977-78, 1978-79, 1983-84 and 1986-87/° Since 1990-91 no strikes 
held in Railways. It is being observed that the trade unions are playing a 
constructive role in maintaining cordial atmosphere on Indian Railways. 
Impact of Trade Union on Labour Relations in Indian Railways 
With the formations and recognition of the trade unions, the 
management cannot make unilateral decisions that affect employee 
relationships. Decision relating to policies on employment, transfer, 
promotion, training, adoption of latest technology, wages, layoff are no 
longer determined by the unilateral action of management and must now, 
be discussed with union representatives. Management is restricted in the 
areas where it can make decisions independently as trade unions are 
themselves becoming more sophisticated.^^ Decisions on the 
administration of these policies, may still rest with management. But they 
are frequently subject to questions and criticism by union representatives 
under a formal grievances procedure.^^ 
Naturally the trade unions in Indian Railways have their impact on 
the Labour relations. The federations and unions regulate the functioning 
of the railway administration as far as personnel management concerned. 
Railway administration takes the decision on staff matters after consulting 
the recognised federations and their unions. Recognised railway 
federations and unions give the employees, a mean of taking action, in 
case of employee dissatisfaction, not only by approaching the immediate 
supervision, but also by reaching higher in the management hierarchy with 
their demands through permanent Negotiating Machinery (PNM) meetings 
at Railway Board level. The federations and unions try to claim credit for 
improvement in wages, allowances, bonus, benefits etc. The awareness 
that the federations are ready to challenge managements actions 
particularly with respect to promotions, .transfers, seniority etc. Stimulate 
railway management at various levels to exercise more care in shaping 
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personnel policies and their implementation. Thus the gro>A/th and 
development of trade unions in railways have been an input to the 
development of sound personnel policies. Certainly it forces management 
to consider carefully the impact of such policies on the labour relations. 
The railways federations are being consulted through the meetings 
* 
of permanent Negotiating Machinery and Joint Consultative Machinery 
before a final decision is taken by the Management on staff matters. 
Regarding other matters, management and labour representative 
exchanging ideas, opinions and information through the meetings of 
Corporate Enterprise Group before a final decision is made. This the 
participation of railway management at all level in railway federations and 
unions helps to strengthen the Railway trade union movement and 
develops sound labour relations in railways. 
4.4. COLLECTIVE BARGAININGS 
There are two schemes of collective bargaining in Indian Railways 
viz. Permanent Negotiating Machinery and Joint Consultative machinery. 
1. Pemrianent Negotiation Machinery (PNM) 
As a result of the discussion between the Railway Board and 
representative of labour. A Permanent Negotiating Machinery was set up 
on January 1, 1952 for maintaining contact with labour and for resolving 
disputes between labour and the administration.^^ The establishment of 
the Permanent Negotiating Machinery was considered a great step 
forward for ushering in a .new era of goodwill, understanding and 
cooperation. The PNM gives a wide scope for dealing with general 
individual and collective grievances. The meeting between the organized 
labour and the Railway Administration are arranged in three tiers viz. (a) 
the railway level (b) the railway board level and, (c) the ad-hoc tribunal 
level. The PNM functions at three levels, the District or Divisional Officers 
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should meet the branches of the recognised unions at least once in two 
months. Each workshop is considered as a district. At the district and 
railway levels, subjects for discussion will comprise those which are within 
the purview of the officers concerned. If a matter discussed at the district 
levels was not settled by agreement, it could be raised at the railway level 
for further negotiation. Similarly a matter not settled at the Railway level 
may be brought up by the federations to the Railway Board for discussion. 
At the Railway Headquarters (Zonal Level), the General Manager of 
staff would meet the Unions at least once a quarter. All disciplinary matters 
and subjects like promotions, transfer of individual members of the staff 
which do not involve any general principles are excluded from the scope of 
the discussions at all these levels, except at the discretion of officer 
concerned. 
At the centre, once in a quarter, negotiations are held between the 
Railway Board and the AIRF and NFIR. Questions concerning pay scales, 
allowances alone will be discussed between the Federations and the 
Railway Board and not at lower level. If discussions between the Railway 
Board and the federation failed to reach an agreement on any matter of 
importance, it could be referred to an ad-hoc Railway Tribunal which would 
be set up for dealing with them at the centre. 
The Tribunal consists of an equal number of representatives of 
Railway Labour and the Railway Administration with a neutral Chairman. 
The Government may accept, reject or modify the decisions of the 
Tribunals. In all cases where matters are settled by agreement or where 
the Government accepts the decisions of the Tribunals, it would not be 
open to the federations to raise the issues again for a period of two years. 
Cases in which the Government rejected or modified the decisions of the 
Tribunal, may be raised at the end of one years. ^'^ 
In the earlier periods of the scheme, however meeting were not 
held regularly at the level of the Railway Board and the machinery was 
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practically at a standstill Except for the five meetings in 1952-53 and one 
meeting in 1953-54, meeting did not take place dunng 1954-55, 1955-56 
and 1956-57.^ ^ The general feeling was the meeting at all levels should be 
more frequent and regular.^ ® 
Yet, Railv\/ay staffs were a lot dissatisfied and disappointed over the 
working of the Machinery. Over the years they have lost the faith in the 
arrangement, for very often decisions were arbitrary and the original spirit 
of arriving at a settlement through negotiation was absent ^^  Another 
complaint was that decisions taken at PNM meetings were inspired more 
by the prestige of the administrations than by the ments of the case ^ ° 
It was observed from the proceeding of the meeting and the nature 
of discussions, the working was more like that of consultative committee at 
the apex of the system than that of a Joint Negotiating Machinery ^ ^ 
Many items on the agenda of PNM meetings were of routine nature 
which could otherwise be settled at lower levels of administration Having 
failed to obtain redressal of grievances locally, issues were forced to enter 
the PNM agenda to compel attention of Divisional Superintendents and the 
General Managers. 
The mam cause for the failure of the machinery is the Bureaucratic 
attitude of the Railway Administration. Often the spokesmen of the 
administration were arrogant, indifferent, and unsympathetic towards the 
representatives of the employees.^ ° 
2. Joint consultative l\/lachinery (JCM) 
Indian Government established a scheme for JCM and compulsory 
Arbitration in 1966 The objectives of this schemes are promotion of 
harmonious relations and securing of the greatest measure of co-operation 
between the Government and the General body of its employees with a 
view to increase the general efficiency of the public service ^^  
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So far as the Railways are concerned, introduction of the JCM does 
amount to a duplication of the PNM. However, the JCM Scheme operates 
only up to the level of the Railway Board and it has not been extended to 
the Zonal Railways. As a matter of fact, the JCM was introduced only for a 
period of five years on an experimental basis. The Government took care 
not to disturb the existing established arrangements in the department, for 
they were not sure of the success of the JCM Scheme. In case the JCM 
ceased to function, the departments would not loose much because of the 
already existing arrangements. 
By accepting the JCM Scheme, the Railway employees as well as 
the Railway Administration were benefited more than other departments in 
two respects. The employees gained further opportunities to meet the 
Administration thrice in a year jointly, to solve their problems. The distinct 
advantage of the JCM, compulsory Arbitration, was made possible on 
subjects like pay and allowances, working hours and leave of a class or 
grade of employees, which was absent in PNM. The Railway 
Administration can meet the federations more frequently, separately in 
PNM and jointly in JCM. Staff relations may improve under the JCM on 
account of the compulsory Arbitration provision.^^ This important forum of 
negotiation between the Central Government and its employees has been 
rendered ineffective as per constitution of the JCM National Council should 
meet once in four month, i.e. three in a year but the cabinet secretary did 
not concern its meeting despite having given assurance several times. 
Only in the year 1993 and again in year 1997. When Central Government 
employees organisations served strike notices. Thereafter, again this 
machinery become ineffective and after repeated letters and reminders 
from the staff side to the Chairman the Council to convene the meeting of 
National Council, the cabinet secretary convened the meeting of the 
council on 4"" December t999.^^ But the functioning of the two 
machineries did not result in the settlement of important grievances of the 
workers like shortage of staff of crucial categories i.e., station masters. 
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drives, guards and train examiners leading to overload of work of the 
existing employees and abnormal delay in confirmation of services 
resulting in employees dissatisfaction. 
The NFIR criticised that the management created crisis in industrial 
relations by not implementing the agreed decisions regarding re-
classification of staff, cadre restructuring. Non-implementation of the 
decision of the cadre restructuring committee created a dead lock in the 
functioning of PNM and JCM. Both the federations criticised that from the 
management side meetings were conducted with least seriousness, there 
was always a tendency to brush off subjects without resolving the issues. 
More than anything else, bureaucrat and highhanded behaviour of the 
officers had spoiled the purpose for which these machineries were set up. 
The federations further felt that the machineries did not achieve their 
objectives, because of the non-cooperation on the part of the 
management. The management, on the other hand, felt that absence of 
co-operation and co-ordination between the federation and the lack of 
cooperation on the part of the federations in conducting meeting were 
responsible for the limited success of PNM and JCM.^ "* 
4.5. CORPORATE ENTERPRISE GROUP 
In order to have better and systematic participation of Labour in 
management for improvement in working of Railway system and 
appropriate changes for improving efficiency and viability, a Corporate 
Enterprise Group was set up at Central level in Ministry of Railways in the 
year in 1972 specifically to provide for a free flow and exchange of ideas 
on the running and shaping of the enterprise of Railways. This group 
consist of Chairman, members and Secretary of Railway Board on one 
hand and on the other hand three representatives each of the National 
Federation of Indian Railways and All-India Railwaymen's Federation and 
one representative of the Officers Federation. 
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It was felt that the labour leadership, with its wide-base of 
communication at the grass roots would be able to provide access to view 
points at the working level and enhance contribution to the corporate 
efforts by reciprocally interpreting down the line, and broader aspect and 
objectives of the functioning of the Organisation. This would also tend to 
dispel any possible atmosphere of secrecy and destruct, which may at 
present be attributed to the functioning of top management. 
The broad objectives of the Corporate Enterprise Group are to -
(a) evaluate the functioning of the Railways and exchange data and 
ideas on ways and means for improving the efficiency and viability 
of the enterprise; 
(b) apprise the investment programme, particularly in regard to 
housing and welfare services. • 
(c) Identify areas and devise action-oriented methods for maximising 
organisational effectiveness, the use of technology and towards 
building up the image of the Railways as a service organisation. 
Staff matters including those which come within the purview of the 
Permanent Negotiating Machinery and Joint Consultative Machinery, are 
not to be discussed by the Corporate Enterprise Group. 
Corporate Enterprise Group has been set up on Zonal Railways 
from 15.07.1977 to achieve the above objectives. At Zonal Railway level 
'CEG' consists of three representatives of each of the recognised Unions 
affiliated to AIRF and NFIR and one representative of the Association 
affiliated to the All Indian Railway Officers Federation. The official side is 
consisting of the General Manager and the Heads of Departments of the 
Railway, and -
(i) Those who area actually working on the Railway should be 
nominated to the Zonal CEG. 
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(ii) The General Manger shall be its Chairman and CPO shall be 
the Secretary. 
(iii) The Zonal CEG shall meet at least once in every two months. 
A quarterly narrative appreciation in regard to the functioning of the 
scheme shall be sent to Railway Board within 15 days following the 
quarter to which the report relates.^^ 
The CEG was required to meet once in three months. But only 24 
meetings were held during the period from 1974-75 to 1977-78 and in 
1979-80, 1980-81 and 1982-83. The performance of CEG in respect of 
number of meetings held was quite disappointing as the meetings were 
irregular. 
The frequency of CEG meetings indicated that the programme of 
workers' participation in management existed more on paper than in 
function. Labour representatives commented that the meetings were 
organised according to the convenience of Chairman, Railway Board, and 
other nominees of the management. 
The CEG was meant only to supplement and not to substitute the 
collective bargaining in Indian Railways, and hence it was not permitted to 
discuss issues or problems connected with collective bargaining or issues 
falling within the sphere of union relations. 
The CEG was not allowed to discuss cases of individual employees 
or group of employees disciplined for absenteeism, accidents and 
corruption. It was, however, encouraged to discuss policies on 
absenteeism, accidents, punctuality etc. and to offer suggestions for 
improving employee attendance and minimisation of accidents for 
improving employee attendance and minimisation of accidents caused due 
to human failure etc. The rate of accidents per million tram Kilometers 
were 1.80 in 1970-71 and it increased to 2.52 in 1980-81. But declined to 
0.90 in 1988-89 in 1998-99 it was declined up to 0.56 then in 1992-2000 
106 
Labour Relations in Indian Railways 
rises to 0.64 but in 2001-2002 declined to 0.55. Thus, there was significant 
improvement in the incidents of accidents. 
The discussion of these items. The percentage of punctuality of 
trains on broad gauge and meter gauge improved from 82.33 and 87.78 in 
1970-71 to 90.44 and 92.31 in 1977-78 but decelerated to 88.50 and 91.50 
respectively in 1983-84. The percentage of Ticketless travel of number of 
passengers originating increased from 0.10 in 1970-71 to 0.25 in 1988-89 
in 1998-99 it was 12.15 lakh and in 2001-02 it was 14.10 lakh. 
The financial position of the Railways were experienced deficit in 
their financial position in eight years during the period from 1970-71 to 
1988-87. However, Railway recovered their financial position and enjoyed 
net revenue receipts to the tune of Rs.3789.50 millions in 1983-84. But the 
amount of net revenue receipt declined to Rs.216.70 million in 1988-89. In 
1990-91 it rises up to 187.640 million in 2001-02 cash excess in working 
results up to Rs. 1000.35 crore.^^ 
The Minister for Railways in his budget speech in Lok Sbha on 24^ *^  
Feb, 1994 said that the CEG would be restructured at all levels and will be 
named as 'Participation of Railway Employees in the Management" 
(PREM). Although this was for greater involvement of the workers in the 
management, but no effective steps were taken to implement the 
proposals announced by the Minister for Railways in the Parliament. 
To facilitate meaningful and effective participation of workers in the 
management process, it was decided in March 1994, that the Corporate 
Enterprise Group at the Board, Zonal and Divisional levels should be 
restructured and designated as Group for participation of Railway 
Employees in Management (PREM). Also to make the working, of PREM 
more purposeful, a separate cell headed by a Joint Secretary was set up 
under the direct control of Secretary, Railway Board. The Joint Secretary 
shall assist the Secretary in convening the meetings of the Group 
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periodically and monitor the Implementation of various decisions taken. He 
will also monitor the working of PREM at the Zonal and Divisional levels. 
The broad objectives of PREM are: -
• Evaluate the functioning of the Railways and exchange data and 
ideas on way and means for improving the efficiency and viability of 
the enterprise; 
• appraise the investment programmes, particularly in regard to 
housing and other welfare services;^ '^  
• Identify areas and devise action-oriented methods for maximising 
organisational effectiveness, the use of technology and towards 
building the image of the Railways as a service organisation; 
• to facilitate effective and meaningful participation of the Railways 
employees in the management process; 
• to give them a sense of involvement and pride in the organisation's 
works; and 
• to discuss and identify.the measures for improving the quality of 
service to the rail passengers and safety operations. 
Meetings 
The meetings of the group will be held once in a quarter at the 
Board's Zonal and Divisional levels. In addition, informal meetings may be 
held to throw up and crystallise ideas. The Railways should, before holding 
the meeting of the Group, identify critical issues/specific problems 
requiring changes/attention for having an indepth discussions. Adequate 
supporting information for the same should be compiled and shared with 
the members preferably beforehand. The issues could be formulated by 
holding informal consultations, if required.^ ° 
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Thus, the Improvement in the financial position, reduction in the rate 
of accidents and punctuality of trains according to respondents, were 
mostly due to the cooperation extended by the employees and their 
positive contribution and not due to employers' commitment. The scheme 
provides for the participation of railway labour at national, zonal, divisional 
level. Quarterly meeting's of PREM are to be held at all these levels. To 
make participation of railway labour in management meaningful, the 
scheme provide participation of Railway Federation in meetings of the 
General managers. Principal Offices meeting (POM) at zonal level and 
DOM at divisional level. But, there is hardly any participation in many of 
divisions. Divisional Railway Managers have been avoiding these 
meetings. The participation of labour at the national and zonal level has 
also become a ritual. The functional members of Railway Board at the 
national level do not come prepared to discuss the issues on the agenda. 
On many occasions they faced embarrassing situation when their attention 
was drawn to certain remarks contained in the replies to the issues raised 
in the agenda.^ 
4.6. INDUSTRIAL DISPUTES 
After going through the status and function of Railway Unions of 
Railway Union, Labour Laws, Labour relation mechanism. The major 
objectives of these federations, union, machinery etc is to protect the 
interest of workers and employees and try to have to bridge the gap 
between employees and employers. However in spite all these efforts 
sometimes certain disputes arises in the railways and effects the labour 
relations. 
A dispute is an expression of disagreement between two persons or 
two groups of persons usually employees and management. Widespread 
employee dissatisfaction or issues between management and labour 
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which are not settled during normal course of negotiations lead to 
disputes. Disputes are often caused by changes in goals, aspirations, 
expectations and values of peoples. Besides, the cultural, social, political, 
educational and economic changes bring difference of opinion between 
labour and management and it becomes a source of disputes. Further, 
conflicts are common particularly in unionised industries, and they are 
integral part of collective bargaining. But the conflict leads to conditions 
undesirable for goal attainment.^ Strikes lockouts and other forms of work 
stoppages are the result of such conflicts.^ ^ 
A strike has great significance because on the one hand it shows 
the extent to which workers are dissatisfied and on the other it indicates 
the failure of negotiations between workers and management. In fact, the 
occurrence of a strike is a reflection on the spirit of co-operation of these 
two parties.^ ^ 
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Table-4.1: MANDAYS LOST DUE TO INDUSTRIAL DISPUTE IN 
INDIAN RAILWAYS FROM 1950-51 TO 2000-01 
Year Total Number of Mandays Lost 
Number of 
Employees 
Number of Manday 
Lost per.OOO 
worker employees. 
1950-51 
1955-56 
1960-61 
1965-66 
1970-71 
1971-72 
1972-73 
1973-74 
1974-75 
1975-76 
1976-77 
1977-78 
1978-79 
1979-80 
1980-81 
1981-82 
1982-83 
1983-84 
1984-85 
1985-86 
1986-87 
1987-88 
1988-89 
1989-90 
1990-91 
1991-92 
1992-93 
1993-01 
152387 
237945 
807229 
Nil 
327888 
46864 
111270 
324938 
14841745 
157 
30 
1300 
47699 
15960 
22237199 
715 
377 
1127 
312 
4964 
4672 
6462 
2712 
33726 
23787 
178 
30824 
827454 
994458 
1122036 
1320004 
1336814 
1352036 
1372164 
1390290 
1405350 
1415002 
1427459 
1446300 
1476235 
1500530 
1519935 
1584094 
1993325 
1603200 
1613300 
1612200 
1617600 
1626100 
164670 
1651800 
1654100 
1645500 
1623100 
184.16 
239.27 
719.49 
245.28 
34.64 
81.09 
233.72 
10560.89 
0.11 
0.23 
0.92 
32,31 
10.63 
1469.27 
0.45 
0.24 
0.70 
0.19 
3.07 
2.89 
3.97 
0.61 
20.42 
14.38 
0.10 
19.00 
Source: Compiled 
Board on I 
and calculated from the Annual 
•R., and various year books. 
reports by the Railway 
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Labour Relations in Indian Railways 
4.6 (a). Industrial Disputes (1950-51 to 1990-91) 
The failure of the Railway management to settle employee 
problems like retrenchment of temporary staff, delay in confirmation, 
anomalies that had arisen as a result of the implementation of the 
recommendations of the first Pay Commission and uniformity of conditions 
of service in all Zonal Railway was responsible for conflicts and loss of 
760.90 mandays per 1000 workers employed during the period from 1950-
51 to 1959-60. 
High incidence of loss of manday's (0.81 million) during the year 
1960-61 was the result of non settlement of the grievances like payment of 
dearness allowance on the basis of the First Pay Commission's 
recommendations, grant of a national minimum wage, appointment of a 
permanent wage board, recognition of unions, etc. Strikes were organised 
during the period from 1961-62 to 1973-74 (except in 1961-62, 1965-66 
and 1966-67) in order to demonstrate the discontent of the employees in 
the matter of wages, dearness allowance and problems of the craft unions. 
An All India Strike was organised in May 1974 for 18 days, in view 
of the absence of cooperation from the management regarding the 
demand for the payment of bonus, parity in wages between railway 
employees and those in other public sector undertaking, etc. This strike 
was organised by the AIRF and all other unrecognised unions and 
federations. These strikes resulted in a loss of 14.84 million of mandays 
(or 10,561 mandays per 1000 workers employed) and inter union rivalry 
between the AIRF and the NFIR was aggravated. Thus the cooperation 
between the two recognised federations and between the labour and 
managements was altogether non existent during the period. 
However, it was observed that labour extended their cooperation to 
the management during 1965-66 and 1966-67 despite their discontent 
regarding economic standards and working conditions. The Railway 
management stated that labour also extended their cooperation during 
1981-82 and 1985-86 in view of the settlement of the problem of the 
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payment of bonus and due to the enlightened approach in the matters of 
cadre restructuring, re-classification of artisan workers and in issues raised 
by organised labour which were pragmatically resolved. Labour 
federations criticised that labour management cooperation in Indian 
Railway meant cooperation from the labour to the management and not 
management to labour.^^ 
Although the management conceded to the demands of the unions 
in the above cases, the fact remains that the management was 
"adversarial" in its labour relations orientation. It is evident from the strikes 
and management wanted to project the unions as weak organisations by 
refusing at the first instance to concede to union's demands however 
genuine they were. 
4.6 (b). Industrial Disputes (1990-1991 to 2000-2001) 
The labour relations on Railways although broadly peaceful become 
at time uneasy. Due to threat of privatisation in several spheres particularly 
catering. Railwaymen become restive and organised anti-privatisation 
movement and "Rail Bachao' weeks in May and June 1994. '^* There was a 
strain on Railway Labour relations, because of delay and injustice by 5^ ^ 
CPC. With observance of massive demands day by Central Government, 
employees against CPC in Feb. 1996, there were continued rallies and 
demonstrations culminating in the eventually hungers strike by JCM 
leaders on 8**^  July, 1996 and a huge demonstration by railwaymen on 
10.07.1996 outside parliament compelled the Government for a 
settlement. ^ ^ 
The labour relations on railway were peaceful in the sense that 
there were no strikes. The employees has been agitating against the anti-
working class policies of the government and also against the downsizing 
of the workforce, surrender of posts, including higher grade posts, and ban 
on recruitment. 
There was confrontation also between the unions and the 
Administration at the divisional and zonal levels against the high-hand-
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enders and arbitrary attitude of the bureaucracy. There were also 
demonstration against the recommendation of the expert group for 
cooperation of the Indian Railways, and also against the proposal for 
privatisation of some of the important railway activities viz. production 
units, medical services, residential colonies, printing presses, schools / 
colleges, security, hotels, sanitation, catering and others on broad services 
etc. The employees appear to be agitated on arbitrary surrender of posts 
and offloading of the perennial nature of work in violation of the contract 
labour (Regulation Abolition Act, 1970). On the call of AIRF, the affiliated 
unions have been organizing meetirfg, demonstrations and dharnas 
against these measures. 
A joint letter has been sent by the two federation, viz AIRF and 
NFIR to the Chairman, Railway Board, expressing anguish and concern on 
the statement in the settlement of issues in the cadre restructuring and the 
anomalies arising out of the recommendations of the 5^*" CPC. The 
government decision to appoint a group of Ministers to examine the 
matters, referred to it by the individual ministers for the Cabinet approvals 
has become handy to deny justice to the Central Government employees. 
But for conceding the railway employees demand to withdraw the decision 
to levy Income Tax on the passes and PTOs of railway employees and 
also the Govt's decision not to freeze D.A., there would have been 
confrontation between the Government of India and its employees ^^  
The staff problem, created on account of formation of the new 
additional railway zones has added new dimensions of problems of the 
employees, who will be declared surplus in the offices of the General 
Managers of the parent railways. There is apprehension that their 
promotional prospects will also be adversely affected.^^ 
Bench marking is coming in the way of compassionate 
appointments. The employe.e stated that several decisions regarding 
downsizing, closure of Departments, corporation, Privatisation and 
contractorisation, the Government is taking results in reduction of posts 
unilaterally. ^ 
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It appears that in the post liberalization period the management did 
not want to disturb the peace and tranquility in the railways. The demands 
of the unions in all the cases were given due consideration by the 
management. In those cases where the management could not concede 
to the union demands, it had explained its position to the unions. 
A search for the Causative factors of the above two trends in productive 
efficiency of the Railways revealed that it was largely the management's 
approach to its work force (management's labour relation orientation) and 
its strategy for dealing the Trade Unions which were responsible for these 
trends. 
From the fact that the Railway did not introduce any technological 
changes for Railways handling operations since it being declared the 
biggest Railway network in Asia, it may be inferred that technological 
change as one of the potential factors of productive efficiency in the 
Railways set up was not at all existing in Railways. Management's 
approach to its work forces and its strategy for dealing with unions are 
closely related to each other, 
During 1991, ever since the Railway witnessed harmonious labour 
relations. Although there were strikes, demonstrations during the period, 
the same did not cause any alarm, the number of mandays lost per strike 
was very less as compared to that of the previous period. 
Restructuring and downsizing both aim at reducing the labour force 
to raise productivity. In otKer words productivity is raised by merely 
reducing the denominator 'labour', i.e. the number of workers. Thus, even 
when the enterprise's net income remains unaltered, productivity per 
workers can be seen to rise. It implies that downsizing is a negative 
instrument to raise productivity. The analysis for the causes for the strikes 
during this period indicates that like in the previous period, the Railway 
workers unions resorted to work-stoppages in pursuance of demands most 
of which were genuine. But, unlike in the present period, the Management 
did not want to disturb the peace in the Railways. This approach had 
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brought about a very significant change in the Indian Railways Labour 
Relations Scenario. 
The demands of the unions in all cases (industrial dispute and 
strikes) were given due consideration by the management and most of the 
genuine demands were fulfilled. In those case where the Management 
could not concede to the unions' demand, it had explained its position to 
the unions. 
On the whole, management's strategy was one of allowing the 
unions to maintain status quo (there was no attempt to weaken the unions) 
and seeking their cooperation in the smooth functioning of the Railways. 
4.7. A FRAMEWORK FOR THE TWO CONTRASTING 
APPROACHES AND STRATEGIES: 
The above two contrasting types of labour relations orientations and 
strategies adopted by the management of Railways during the periods 
1950-51 to 1990-91 and 1991 to 2000-01 by and large, fit into the 
framework given by Walton (Walton, 1987), which is presented in 
Fig.4.1(A) 
Fig. 4.1(A) Labour Relations Orientation Adversial Cooperation 
Union 
Power 
High 
Union 
Power 
Low 
Union 
Power 
a B 
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Strategy - A: Attempt to weaken Union power in order to secure deep 
economic and work rule concession, and accept Adversial relations. 
Strategy - B: Attempt to generate a cooperative relationship with union in 
order to support participative improvements in quality and productivity and 
accept that economic concessions and formal work rule modifications may 
be modest. 
• If the Management adopts a "cooperative" labour relations 
orientation, and allow the high power union to maintain status quo 
and seeks its cooperation in the management it efforts to enhance 
the productive efficiency of the organization. 
• Conversely, if the Management adopts an "adversarial" labour 
relations orientation and adopts the strategy of weakening the high 
power union, the same may prove detrimental to the management's 
efforts to improve the productive efficiency of the Railways. 
In the regard, the study provides a suggestive framework for 
effective management of trade unions and labour relations as contributing 
to the productive efficiency. The study further reiterates that managerial 
militancy is equally responsible, though not more than the union militancy, 
for low productive efficiency.^^ 
4.8. CONCLUSION 
The policies, programmes, rules and regulations of the Government 
have affected the labour relations of the Indian Railways. It is the 
responsibility of the Government, more than employee in Indian Railways, 
to maintain harmonious relations by solving the problems in a peaceful 
manner by consultation and willing cooperation of the employees, which 
may ultimately lead to staff participation in management. 
The ineffectiveness of the labour relations on the railway is mainly 
due to the lack of positive efforts to formulate and implement well thought 
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out policies and programmes In the field of labour relations on Indian 
Railways. 
The next chapter Northern Railways and Labour Relations - A 
perspective Analysis is devoted to highlight the major problems in 
Northern Zone with the help of survey. 
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CHAPTER - V 
NORTHERN RAILWAYS AND LABOUR RELATIONS-
A PERSPECTIVE ANALYSIS 
5.1. INTRODUCTION 
The present chapter examines the problems of labour relations in 
Northern Railways. Though all the important aspects of labour relations 
have been discussed but the main thrust of the study is to highlight the 
major problems in Northern Zone. 
5.2. NORTHERN RAILWAYS - AN OVERVIEW 
The first rail journey over Indian soil on 16^^ April 1853 betv\/een Bori 
Bunder - Thane in Maharashtra heralded a new era of development over 
the Indian sub-continent. The first train to run in North India was on 
Allahabad - Kanpur section on 3'''' March 1857 which was the part of a 
larger plan of the East India Railway Company to connect the east of India 
i.e. Calcutta, to the west i.e. Lahore now in Pakistan, by rail - road. There 
tracts gradually inched westwards from Kanpur till the first train reached 
Delhi Junction on 10*^  August 1864. 
Railways in India have grown vastly since then Subsequent to 
Independence in 1947, the various Railway companies and state Railways 
were merged to form, the Indian Railways were regrouped into nine zones, 
for administrative and operational convenience in 1952. Of these, Northern 
Railway has emerged as the leader amongst all zones. Northern railway is 
the largest zoneal railway and cover strategic area of the country in the 
Jammu and Kashmir, Punjab, Haryana, Delhi, Uttar Pradesh, Rajasthan, 
Uttranchal, Himachal Pradesh and Union territory of Chandigarh, large 
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stretches of the railway be close to the international Borders and thus this 
railway play a vital role in amounting the security of the sub continent. It 
also has the distinct of covering the hilly areas with all the three gauges. 
Northern Railway rose to the challenge; the growth over Northern 
Railways during this period has been phenomenal in terms of expansion of 
track network, traffic movement, track electrification, automation in 
signalling; computerization and networking of the passenger reservation 
system.^  
Northern Railways has" shown a substantial improvement in the 
year 2003-04. Three divisions namely BKN, JU and ALD have been 
transferred to newly created zonal railways i.e. NW railway and NC 
railway. Hence data of previous year is not comparable with the data of 
2003-04.^ It has route Kms, 6807.90, Electrified route Kms is 1668 kms 
(22.5 per-cent) with five divisions, 981 stations, 162,785 staff, 1189 trains, 
31301 wagons with 91.7 per-cent operating rates during 2003-04 shown in 
Table-5.1. 
Table- 5.1: Performance of Northern Railway During 2003 -2004. 
Route Kms. 
Electrified Route Kms 
Track KM of N. Railway 
States/Union Territories Covered 
No. of Divisions 
Broad Gauge (1676 mm) 
Metre Gauge (1000 mm) 
Narrow Gauge (762/610 mm) 
(Indian Railways: 62J59) 
1668 Kms BG (22.5 per-cent) 
Broad Gauge (1676 mm) 
Metre Gauge (1000 mm) 
Narrow Gauge (762/10 mm) 
(Indian Railways: 107,969 
6,459.34 
87.71 
260.85 
6.807.90 
8,072 91 
87.71 
260.85 
8,421.47 
8 + 1 
(JandK, Himachal Pradesh, Punjab, 
Haryana, Delhi, Uttar Pradesh, Rajasthan, 
Uttaranchal and U.T. of Chandigarh) 
5 (DLI, FZR, LKO, MB andUMB) 
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No. of Stations 
No. of Staff 
No. of Gazetted Officer 
No. of Computer Reservation 
Centres 
No. of Windows 
No. of Ports 
No. of Trains 
Mechanical Workshops 
Diesel Loco sheds 
Electrical Loco sheds 
No. of Locos 
No. of Passenger coaches 
Wagon Holding in 2003-2004 
No. of originating passengers in 
2003-2004 
Revenue loading in 2003-2004 
Crossing Earning in 2003-2004 
Ordinary working expenditure in 
2003-2004 
Operating Ratio in 2003-2004 • 
981 (Indian Railways - 6867) 
On Rolls-1.62,785 (S/Strength-1,71,245) 
On Rolls -1519 (S/Strength -1416) 
164 
613 
709 
1189 (Mail/Express-549: Passenger-840) 
5 (Jagadhari, Alambagh, Charbagh, Kalka 
and Amritsar) 
4 BG (Tughlakabad, Ludhiana, Alambagh 
and Shakurbasti) 
2 (Ghaziabad, Ludhiana) 
Electrified-188 
Diesel - 480 (BG-451 and NG-29) 
4224 (BG): 4075 and 149 (NG) 
31301 
41,83 crores 
42.43 MT 
Rs.5002.75 crores 
Rs.3495.21 crores (excluding suspense) 
91.07 per-cent 
Source: Northem Railways General Manager's Annual Narrative Report, 
Baroda House, New Delhi, 2003-04. 
Achievements 
To give better customer sales factor Northern Railways executed 
several projects. Some of notable projects were - remodellry of New Delhi 
railway station which made P.P. Nos. 11 and 12 operational; the opening 
of second entry of Delhi Main railway station to ease the congestion at the 
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Chandni Chowk side and to give better accessibility to tlie residents of 
trans Yamuna and North Delhi area. PRS on Northern Railway is the 
largest system over the Indian Railways and handles about 33 per-cent of 
the total recreation load on Indian Railways. Northern Railway has been 
adjudged the Best zone in 2003 for overall excellent performance of the 
Electric department and has been awarded the 'Best Zone Shield' by 
Railway Board. 'Rail Neer' Packaged drinking water has been introduced 
over this railway w.e.f. 26 May 2003. All divisions have been asked to 
ensure that 'Rail Neer' is the exclusive brand for sale. 
In addition to routine passenger amenities Northern Railways during 
2003-04 regularly launched special campaigns, whenever the situation so 
demanded. 441 special were run out of which 122 were for Durga Pooja, 
86 Extra special, 46 Yatre specials, 43 Para Military special, 43 Male Rush 
special, 38 pilgrim specials 24 Diwali Rush specials and 10 Union special. 
A massive Campaign against ticketless traveling was also launched by 
Northern Railways to protect the interest of bonafide passengers. The year 
2003-04 over Northern Railway has been particularly fruitful. 
5.2 (a). Labour Relations in Northern Railways 
Labour relations with both the Unions of this Railway i.e. URMU and 
NRMU continued to be cordial. The issue raised by the Unions regarding 
grievances of staff in Personnel matters are being promptly sorted through 
formal and informal meetings, which are being held, as per schedule with 
minor adjustments. Meetings at divisional level are also being held in a 
fruitful manner. Beside the meetings, several issues are also solved 
through correspondence, disposal of memoranda of unions, non-payment 
meetings etc. In addition, grievances cells are actively working at HQs and 
Divisional level. Table-5.2 shows the performance of the meetings for the 
year 2003-04. 
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Table-5.2: Performance of the Meetings for the year 2003-2004. 
PNM Meetings 
DESCRIPTION 
No. of PNM's held 
No. of items pending as on 1.4.2003 
No. of fresh items added 
No. of items finalised 
No. of items pending review as on 31.3.2004 
Implementation Committee Meetings 
DESCRIPTION 
No. of references pending as on 1.4.2003 
No. of items fresh added 
No. of items finalized 
No. of items pending as on 31.3.2004 
NRMU 
3 
58 
84 
76 
66 
NRMU 
16 
33 
34 
15 
URMU 1 
3 
40 
90 
65 
1 
65 
URMU 
19 
21 
23 
17 
Correspondence Items 
In addition to PNM Meeting, the Unions raised various issues 
through correspondence addressed to GM, AGM, CPO and other HODs, 
which are examined at various level and replies showing final decisions, 
are conveyed to the unions. The detailed position for the year 2003-2004 
is as under: 
DESCRIPTION 
No. of references pending as on 1.4.2003 
No. of references added 
No. of references finalized 
Balanced as on 31.3.2004 
D3 
NRMU 
15 
255 
257 
13 
URMU 
15 
278 
273 
20 
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•a^BBBBaaBaBaBamaaoBBaBaaBBaaa 
• a 
Memoranda 
Whenever GM, AGM and other PHODs/HODs go on line, usually, 
the branch representatives/Divl representatives of the Unions hand over 
the memoranda, which are examined, and detailed position is sent to the 
concerned General Secretary The position for the year 2003-2004 is as 
under:-
Implementation Committee Meetings 
DESCRIPTION 
No. of memorandums in hand as on 1.4.2003 
No. of memorandums received during the 
period 
No. of memorandums finalized 
No, of memorandums pending as on 31.3.2004 
NRMU 
9 
29 
30 
8 
URMU 
9 
35 
36 
8 
Details of opening speech items raised and discussed v\/ith NRMU and 
URMU at CPO level during the'year 2003-2004. 
NRMU 
Total 
URMU 
Total 
Source: 
Items raised 
67 
72 
77 
216 
73 
81 
110 
264 
Northern Railways Genera 
All the Items discussed on 
26/27-80-2003 
3/4-12-2003 
18/19-03-2004 
28/29-05-2003 
3/4-09-2003 
17/18-12-2003 
Managers Annual Narrative Report, 
Baroda House, New Delhi, 2003-04. 
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5.2 (b). Problem Areas 
Dual and Fictitious Membership 
Generally, an employee should become a member of one of the 
trade unions but the unions in order to inflate the membership are giving 
dual membership to railway employees. NRMU has 1,18,610 members, 
126 branches and 1123 office bearers while URMU has 1,16,350 
members, 127 branch and 1078 office bearers. It can be seen that 
membership of both the unions is more than the regular strength of Group 
'C and 'D' employees. No Man-days lost as a result of strike. 
There has been no incident of strike during the period from 2003 to 2004. 
5.2 (c) Number of Personnel 
Group wise and department wise break up of Railway employees 
on Northern Railway as on 31.3.2003 vis-a-vis 2003-2004 are shown in 
Table-5.3. 
Tabte-5.3: Number of Employees in Northern Railways During 2003-
2004 
Group wise 
break up 
No. of staff as 
on 31.3.2003. 
No. of staff as 
00 31.3.2004 
Cost of staff 
as on 
31.3.2003 
(in 000) 
Cost of staff 
as on 
31.3.2004 
(in 000) 
B 
TOTAL 
922 
908 
1,29,968 
1,00,125 
2,31,923 
796 
723 
95,294 
67,491 
5,30,583 
3,2,811 
1,87,99,949 
94,84,860 
1,64,304 2,88,48,203 
5,06,522 
2,85,855 
1,58,32,105 
78,03,819 
2,44,28,301 
Source: Northern Railways General Managers Annual Narra 
Baroda House, New Delhi, 2003-04. 
ive Report, 
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Table 5.4: Number of Employees Department Wise in Northern 
Railways During 2003-2004. 
Department Wise Break Up 
Accounts 
Admission 
Civil Engg. 
Mechanical 
Sig. And Telecom 
Transportation 
Commercial 
Store 
Electrical 
Medical 
RPF 
Personnel 
Total 
As on 31.3.2003 
4,362 
2,734 
62,147 
52,045 
11,279 
26,46 
21,058 
4,421 
23,251 
7,111 
7,847 
2,215 
2,25,216 
As on 31.3.2004 
3,558 
2,753 
43,948 
44,680 
8,842 
19720 
16,696 
4,227 
15,582 
5,108 
6,158 
1,675 
1,72,947 
Source: Northern Railways General Managers Annual Narrative Report, 
Baroda House, New Delhi, 2003-04. 
5.2 (d) Railway Recruitment Board 
There are two Railway Recruitment Board(s) wori<ing under the 
jurisdiction of Northern Railway. During the year, 129number of Group 'C 
staff were recruited on open/line/const. 810 nos. of Compassionate 
Ground appointments were made during the year 2003-2004 by this 
Railway. 
5.2 (e) Human Resource and Manpower Planning 
Lot of important is being given on this Railway for development of 
personalities of staff by providing training in the institute run by Northern 
Railway. The whole exercise is aimed to improve the productivity level of 
the staff. In addition to improve in-house training is also provided by 
organising seminars and workshops. As a step fonA^ard this Railway has 
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introduced a system of organizing quiz competition for different 
departments wherein the basic focus is given on improving the day-to-day 
working and their professional knowledge. A week long training under 
management development programmes is arranged for senior subordinate 
in-charge, at various locations to improve their managerial skills. In 
addition to above table 5.5 shows the training centres are functioning on 
this Railway. 
Table-5.5: Number of Training Centres with Number of Training 
Courses in Nortliern Railways. 
z 
CO 
01 
02 
03 
04 
05 
06 
; 
O 0) 
I? 
Z H 
ZRTI/Chandusi 
Supervisors Trg. 
Centre, CB-LKO 
SandT Trg. Centre 
GZB 
Electric Trg. Centre 
GZB 
I.R.T.M.T.CALD 
JR/PRF/TRG. Centre, 
LKO 
Total 
Source: Northern Ra 
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Baroda House, New Delhi, 2003-04. 
Apart from above, a training centre for providing training to Clerks, Law 
Assistant and Inspectors of Personnel Branch is organized at Jodhpur 
wherein different models have been prepared for different categories. It 
has helped in improving the functioning of Personnel Branch and an 
opportunity has been provided to the staff of different units to interact and 
discuss the problem faced by them in there day-to-day working.^ 
5.3. SAMPLE SURVEY 
In order to know the opinion of the workers about the existing 
problems of labour relations in Northern Railways a questionnaire with a 
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number of important aspects of labour relations lil^ e recruitment policies, 
selection procedure, training policy, transfer policy, promotion policy, 
wages, labour welfare, trade unions activities, management activities, 
strike, procedure for settlement of dispute, worker's participation in 
management etc. was designed to study the degree of job satisfaction of 
workers. A random sample survey of 100 workers from Northern zone was 
done by arranging personal interviews with the respondents. To interview 
the respondents, repeated visit were made to number of Railway stations, 
i.e. New Delhi, Ghaziabad, Dehradun, Aligarli, Baroda House, Rail 
Bhawan, Trade Union Offices etc. The personal interviews were 
conducted mainly to Know their reactions and to locate problems which are 
not easily seen in overt action of workers. The analysis is based chiefly on 
the responses received from them. An effort has been made to analyse 
and interpret the relevant data. The graphic representation of each have 
been offered and the analyses of the responses have been framed into 
tabular form and then the t-test has been applied to arrive at the findings of 
the study. 
Table-5.6 and the graphic representation reveals the opinion of 
workers regarding personnel policies and practices in Northern Railways. 
Table-5.7 and 5.8 represent the t-Value of the personnel policies. For the 
sample survey the employees have been classified into four categories i.e. 
'A', 'B', 'C and V. 'A' categories employees are the officers such as 
Executive, Managers, Engineers and other administrative officers. They 
are recruited through UPSC. 'B' categories employees are the Assistant 
officers such as Assistant Executives, Assistant Managers, Assistant 
Engineers and other Assistant Administrative Officers. 'C categories 
employees are the Inspectors, Supervisors, they supervise the 'C and 'D' 
categories of the employees. Category 'D' employees are the labour class 
such as peons. Drivers etc. 
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Fig: 5 (A) Graphic Representation of the Worlcer's Opinion towards 
the Personnel Policies and Practices (in per-cent). 
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Source: Graphic Representation is based on Table 5.6. 
A survey of the personnel policies and practices of Northern zones 
clearly reveals that there are a higher degree of satisfaction amongst the 
category 'A' and 'B' employees of Northern Railways. The employees 
expressing dissatisfaction largely belong to category 'C and 'D' where 
fewer recruitments have been made for last many years. Employees from 
these two categories feel that the recruitment policies of the railways are 
oppressive and exploitative in nature. They resent in the increasing work 
pressure due to non-recruitment. On the contrary employees have been 
recruited in category 'A' and 'B'. This leads to increasing the satisfaction 
level amongst them. The unions are largely raising the issue to fill up the 
large number of vacancy available due to non-recruitment. 
On the contrary, it was good to note that the selection procedure of 
the Railway board has a considerable degree of goodwill. 76 per-cent of 
the respondent feel satisfied with the selection procedure adopted by the 
Railway Board. Only 24 per-cent employees feel an element of nepotism 
and political interference in the selection procedure. 
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The training schemes an important component to enhance the 
efficiency and productivity of the employees is also not well received 
among the employees. Only 20 per-cent employees expressed satisfaction 
over the training policies. The majority i.e. 76 per-cent of the respondent 
were reacted inexpressive there opinion on utility of training programmes. 
It appears that the majority respondents are not aware about the training 
schemes. More off awareness, need base training programmes and 
motivation towards training is one of the pre-requisites to make the 
programme effective. 
It may further be noted that employees are satisfied with the 
Transfer policy of the Railway's. Infact the faster mobility of railway 
employees through Railway passes etc. the irritation of being away from 
home is reduced to a great extend. Thus transfer is not a major cause of 
discontent amongst the Railways employees as it is found in most of other 
government organizations. The table also reflects the employees respond 
almost equally in favour of and against the promotion policy of the 
organisation. The satisfied employees feel that productivity and efficiency 
must be promoted and thus the test approach of the Board finds favour 
with them. While others showing dissatisfaction on the promotion policy 
demand large weightage to the seniority along with merit. 
The t-test is applied on the data. Table 5.7 shows that the t-value of 
category 'A' is 7.55 and 'B' is 6.72 which are greater than the tabulated 
value 1.96 at 5 per-cent level of significance. Hence, 'A' and 'B' show the 
significant differences. However, the calculated value of category 'C is -
0.2 and 'D' is 0.04 which is less than the tabulated value at the same level 
of significances. This shows insignificant differences. Table 5.8 shows that 
t-value of recruitment policy is -0.2 and promotion is -0.3 which is less 
than the tabulated value. Thus recruitment and promotion policy is 
insignificant. 
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Wages and Salaries play a vital role to determine the degree of job-
satisfaction. Table 5.9 exhibits the opinion of respondents regarding the 
remuneration. Table 5.10 shows the t-value, and the graphic presentation 
of the data are shown in fig. 5 (B). 
Tabie-5.9: The Worker's Opinion towards the Wages and Salaries (in 
per-cent). 
Merit 
Satisfaction 
Dissatisfaction 
No opinion 
Total 
Wages and Salaries 
A 
32 
68 
-
100 
B 
40 
60 
-
100 
c 
72 
28 
-
100 
D 
76 
24 
-
100 
Avg. 
55 
45 
-
100 
Source: Questionnaire and Personal interviews. 
Note: A = Administrative Officers 
B = Assistant Administrative Officers 
C = Inspectors/Supervisors 
D = Labour Class (Peon, Drivers, Sweepers etc.) 
Figure 5(B): Graphic Representation of Worker's Opinion towards 
the Wages and Salaries (in percent). 
60 
50 
§)40 
g 30 
J? 20 
10 
• 
U 1 
Wages/salaries 
• % Satisfaction 
• % Dis-satisfaction 
D % No opinion 
Source: Graphic Representation is based on table 5.9. 
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The respondents in the Northern Railways expressed their sense of 
satisfaction on the level of wages/salaries that they are getting that they 
feel that the present wage level is In commensurate with maintaining there 
family life. However some of the respondents out of this bracket while the 
remaining part of 45 per-cent respondent express dissatisfaction when 
they compare there wage level with other public sector enterprises. 
They are of the opinion that Railways may raise there wage level 
further to enhance there standard of living and ability to serve better. 
Given the enhance surplus with the Railways during the current financial 
year (2004-05). There is likely to be enhanced pressure and increasing 
discontent on this account. 
With the indepth interaction with the employees the researcher felt 
a high degree of satisfaction and a sense of belongingness. 
Table-5.10: Calculated t-vafue for the Wages and Salaries. 
Category 
A 
B 
C 
D 
Wages and Salaries 
Satisfaction 
32 
40 
72 
76 
Dissatisfaction 
68 
60 
28 
24 
t-value 
0.450 
Source: Annexure - IV. ' 
By applying t-test it is observed that t-value is 0.45 which is less 
than the tabulated value i.e. (1.96 at 5 per-cent level of satisfaction). This 
shows the insignificant difference. 
The provisions of various finance and non-financial concern the 
workers. Table 5.11 and graphic representation of the data reflect the 
attitudes and opinions of the workers who have personally been 
interviewed in figure 5(C) also. 
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Figure 5(C): Graphic Representation of Worker's Opinion towards 
the Welfare Facilities (in per-cent) 
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Source: Graphic Representation is based on table 5.10. 
It was observed during the survey that except bonus a majority of 
respondents of Northern zone were satisfied with the financial facilities and 
non-financial facilities provided to them. In Northern zone 42 per-cent 
opined favourably saying they are getting only a minimum bonus. 
2500+DA multiplied with 60 days. Each and every employee receive less 
than 5000/- so the employees of 'C and 'D' categories are satisfied but the 
employees of 'A' and 'B' are not satisfied with the Bonus policy. Regarding 
Provident Fund Scheme, a majority of respondents have shown higher 
degree of satisfaction. The employees of 'C and 'D' categories are 
satisfied with the provision of housing but 'A' and 'B' categories are not 
happy with the provisions of housing. 'C and 'D' are more satisfied with 
the Medicine facilities provided by the Railways. 'A' and 'B' shows that the 
facilities are not update and efficient overall they indicate their high level of 
satisfaction. 
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By applying t-test it is observed from tables 5.11 and 5.12 that t-
value for categories 'A' and 'B' is -0.27 and 0.13 respectively, which is 
less than the tabulated value i.e. (1.96 at 5 per-cent level of satisfaction). 
This shows insignificant differences. However, the calculated value for 'C 
and 'D' is 10.2, and 4.99 which is greater than the tabulated value. Thus 
categories 'C and 'D' show significant differences. The t-value for Bonus, 
Housing and Medical is 0.93, 0.89 and 0.94 respectively, which are less 
than the tabulated value. On the other hand the t-value for provident fund 
is 6.94 which is greater than the tabulated value. Thus it shows significant 
difference. 
The survey of the workers in respect of trade unions enable us to 
learn about the activities of union and attitude of Management towards 
their unions. Table 5.14 and graphic representation of the data is shown in 
figure 5(D) which brings into knowledge the expression of the respondents 
towards the activities of trade unions and attitude of management towards 
Unions. 
Figure 5(D) Graphic Representation of the Workers Opinion towards 
the Union Activities and IManagement Activities (in per-
cent). 
7 0 , 
60 H 
50 ] 
40 ^ 
30 
20 
10 H 
0 
• % Satisfied 
• % Dissatisfied 
D% No-Opinion 
Union's Activities Management 
Activities 
Source: Graphic Representation is based on table 5.14. 
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It was observed during the survey that the 63 per-cent respondents 
are satisfied v\/ith the activities of trade unions. 35 per-cent respondents 
view that unions leader of recognized unions are under the influence of 
management. 35 per-cent respondents are not satisfied with the working 
of trade unions and about 2 per-cent respondents are not having a good 
opinion regarding the Union activities. 
It was also reported that respondents of Northern zone opined the 
attitude of management towards unions was favourable and for employees 
of 'C; and 'D' categories not favourable. It was also found the worker's 
participation in Trade union activities was significantly high in 'A' and 'B' 
categories of employees. 
Tables 5.15 and 5.16 show that the calculated t-values for 'A' and 
'B' are 4.5 and 4.0 respectively which are greater than the tabulated value, 
i.e. (1.96 at 5 per-cent level of satisfaction) and for 'C and 'D' the 
calculated values are 1.2 and 0.1 respectively which are less than 
tabulated value. Thus categories 'A' and 'B' have significant differences 
and categories 'C and 'D' have insignificant differences. Table 5.16 shows 
that t-value for Union activities is 3.8 which is greater than the tabulated 
value, thus have significant difference. On the other hand the t-value for 
management attitude towards employee is 0.9 which is less than the 
tabulated value indicating insignificant difference. 
Worker's willingness to organize the strike is of utmost importance. 
It gives an idea about the opinion of workers to participate in strike. Table 
5.17 reflects opinion of the respondents in their belief in a strike in sample 
workers and the graphic representation of the data is shown in figure 5 (E). 
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Table-5.17:Workers Opinions towards Organizing Strilces (in per-cent). 
Criteria 
In favour of strilces 
Against the strikes 
No opinion 
Total 
Strikes 
A 
20 
80 
-
100 
B 
24 
76 
-
100 
c 
24 
76 
-
100 
D 
20 
76 
4 
100 
Avg. 
22 
77 
1 
100 
Source: Questionnaire and Personal Interviews. 
Note: A = Administrative Officers 
B = Assistant Administrative Officers 
C = Inspectors/Supervisors 
D = Labour Class (Peon, Drivers, Sweepers etc.) 
Figure 5(E): Graphic Representation of the Worker's Opinion 
towards Organizing Strikes (in per-cent). 
90 
80 
70 -
S)60 
1 50-
8 40 
S. 30 
20 -
10 
n -U n 
1 
• 
1 
Strike 
• % Favour 
• % Against 
n% No Opinion 
Source: Graphic representation is based on table 5.17. 
From the data it can be observed that the total respondents, 22 per-
cent positively agreed that a strike helps to improve conditions. The 
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percentage of respondents disagreeing for a strike was quite significant 
i.e. 77 per-cent. This reflects the most vital information i.e. the majority of 
employees are not in favour of strike. Therefore if their discontents and 
grievances are responded v^ /ell in time, then the incidence of strike may be 
brought down to the minimum possible. 
Table-5.18: Calculated t-value (Categories Wise) towards the 
Organizing Strikes in Northern Railways. 
Factors 
Favour 
Against 
A 
20 
80 
B 
24 
76 
C 
24 
76^ 
D 
20 
76 
t-vaiue 
-28.722813 
Source: Annexure - IX. 
Note: A = Administrative Officers 
B = Assistant Administrative Officers 
C = Inspectors/Supervisors 
D = Labour Class (Peon, Drivers, Sweepers etc.) 
Table 5.18 shows that the t-value for strike is -28.7 which is greater 
than the tabulated value, thus the difference is insignificant which shows 
that workers are not in favour of strikes. 
Equally important is to know the reactions and feelings of the 
workers regarding the procedure of action, redressing of grievances, and 
setting the disputes for studying the degree of job satisfaction. In table 
5.19, opinions of workers regarding the various procedures have been 
analysed, the graphic representation of the data is shown in figure 5(F). 
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Figure 5(F): Graphic Representation of Worker's Opinion towards 
the Participative Scheme Procedure of taking 
Redressing Grievances and Setting Disputes (in per-
cent). 
60 
50 
» 40 
§ ^ 
S. 20 
1^0 
0 
1 • % Satisfied 
• % Dissatisfied 
D % No-Opinion 
Participative Redressal of Settlement of 
Scheme Grievances Disputes 
Source: Grapliic Representation is based on table 5.19. 
A noted from the table, a majority of respondents reported that the 
management of railways does not encourage workers participation in 
management. Of the total 56 per-cent respondents are satisfied with the 
attitude of management encouraging and offering their participation in the 
programmes and policies of management like wise, of the total 57 per-cent 
and 53 per-cent respondents were of the view that setting the disputes 
respectively is also acceptable. It was again noted that most of the 
satisfied section the employees belonged to category 'A' and 'B' while 
about 45 per-cent employees on average expressed there dissatisfaction 
on all the above three mentioned issues. There is a popular believe among 
the workers of 'C and 'D' categories of Railways that the Management 
does not solve their problem. Unless or until, they represent their cases to 
conciliation machinery through union leaders. 
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Tables 5.20 and 5.21 show the t-value for 'A', 'B', 'C and 'D' 
categories of employees. They are 0.2, 1.6, 1.0, 0.1 respectively, which is 
less than tabulated value (i.e. 1.96 at 5 per-cent level of satisfaction), 
representing insignificant differences. On the other hand the t-value for 
participative scheme, redressel of grievances and settlement of disputes 
the t-value are 0.6, 1.1, and 0.7 which is again less than the tabulated 
value. Thus the differences is insignificant and shows that the employees 
are not satisfied. 
Finally, it can be summed up that the survey of labour relations in 
'Indian Railways with special reference to Northern zone enabled us to 
know the reasons of reactions regarding various aspects having a direct 
bearing on labour relation and to understand many problems of labour 
relations. 
5.4 VERIFICATION OF HYPOTHESES AND FINDINGS 
The following results have been derived after testing and 
verification of hypotheses. 
HOi The calculated value is greater than the tabulated value for 
categories 'A' and 'B', hence, we reject null hypothesis and 
accept the alternative hypothesis for category 'A' and 'B'. For 
categories 'C and 'D' null hypothesis is accepted and alternate 
hypothesis is rejected. Regarding the policies for recruitment and 
promotion the null hypothesis is accepted and alternate 
hypothesis is rejected. In the case of selection, transfer and 
training policies the alternate hypothesis is accepted and the null 
hypothesis is rejected. 
HO2 Null hypothesis is accepted and alternate hypothesis is rejected. 
HO3 For the verification of-third hypothesis, for categories 'A' and 'B' 
null hypothesis is accepted and alternate hypothesis is rejected 
for categories 'C and 'D' null hypothesis is rejected and alternate 
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hypothesis is accepted. For bonus, housing and medical policies 
null hypothesis is accepted and alternate hypothesis is rejected. 
Out of four policies regarding welfare facilities provident fund 
policy rejected the null hypothesis and accept the alternate 
hypothesis. 
HO4 For categories 'A' and 'B' null hypothesis is rejected and alternate 
hypothesis is accepted. In case of 'C and 'D' null hypothesis is 
accepted and alternate hypothesis is rejected. For Union activities 
alternate hypothesis is accepted and null hypothesis is rejected. 
For management attitude null hypothesis is accepted and 
alternate hypothesis is rejected. 
HO5 Null hypothesis is rejected and alternate hypothesis is accepted. 
HOe Null hypothesis is accepted and alternate hypothesis is rejected. 
5.6. CONCLUSION 
In brief, it is revealed on the basis of analysis made so far, labour 
relation in Northern zone on the basis of strikes are satisfactory. For 
instance avoidance of strike in organization should not be the ultimate 
goal. The labour relations should be judged on the other aspects of the 
labour relation also. Some of the dissatisfied areas are the recruitment 
policy, promotional policy, wages, bonus, housing, medical, participation 
schemes, redressel of grievances, settlement of disputes. It is therefore, 
essential that the management should take special measures to increase 
the efficiency of the employees of Indian Railways. 
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CHAPTER - VI 
CONCLUSION AND SUGGESTIONS 
Industrial conflict is an endogenous component of the employer, 
employee relationship. It may be defined as a situation in which the condition, 
practices or goals of the different parties are incompatible and the parties are 
aware of this incompatibility. Over conflict breaks out usually in the form of 
strike, where the employees collectively withdraw their service in order to 
secure immediate fulfilment of their demands. The change in economic policy, 
make challenge for labour relations. Thus, Labour policy remains to be 
reformed in India at the earliest to cope with the globalisation of Indian 
economy. 
Indian Railway are the life line of the country and is considered as the 
principal mode of transport. The Railway network in India not only serves to 
unify the country but also plays, a vital role in economic development and 
industrialization of the country. No other means of transport is as important as 
the Railways for inter regional'movement. During 2003-04 they have a route 
kilometres of 63221 about 27 per-cent has been electrified. There have been 
steady increase in the volume of passenger traffic both in terms of number of 
passenger and passenger kilometres during 2003-04. Passenger originating 
have, increased by 298 per-cent and 7t3 per-cent passenger kilometres. 
There is an increase in revenue earning traffic and 914 per-cent in revenue 
net tonnes kilometres. 
The ministry functions under the* guidance of the Minister of Railway 
assisted by two minister of state for railway's. The management and 
formulation of policy are interested with the railways Board comprising the 
Chairman, financial commissioners and five functional members. Wide 
powers are vested in the Board to supervise effectively and control the Zonal 
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Railways, Metro Railway Kolkata, the production units, construction 
organisations and other Railway establishment. These are generally headed 
by General Managers heads each zone. The Zones are further grouped into 
67 operating divisions under Divisional Railway Managers for better 
management. Indian Railways has been recently reorganized into 16 Railway 
zones by adding 7 new Railway zones. 
The Railways could not improve their performance due to numerous 
factors discussed below: 
It has been estimated by the working group that at the end of the ninth 
plan, Indian railway would require Rs. 65,000 crore as against Rs. 27,202 
crore in the eighth plan for the movement of 525 million tonnes of revenue 
earning traffic. The ninth plan assumes an annual growth rate of 5 per-cent in 
freight and 3.1 per-cent in passenger traffic. There is yet another assessment 
that the nation would be better served by a higher growth of 7-8 per-cent this 
would mean that Indian Railway would require an investment of around 
85,000 crores's of rupees. The scale of investment require a much higher 
level of budgetary support and market borrowings and also correctiveness in 
the passenger fare and freight tariff rates for funding new projects need to be 
done. The share of investment going to transport was very substantial in the 
initial plans, the railways enjoying half of transport investment but the 
proportion of funding going to transport dropped over the sixties and eighties. 
That evolution translated into a continuous decline in the percentage of 
investment in rail. 
There have been decline in percentage of investment in rail from 10.30 
per-cent in fourth plan, 5.3 per-cent in fifth plan, 6.0 per-cent in sixth plan 7.6 
per-cent, in seventh plan, 6.3 per-cent in eighth plan and 5.3 per-cent, in ninth 
plan. The ninth plan covering the 1997-02 period, including very by 
investment in favour of road network. 
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The declining support accompanied with short fall in revenue has 
affected the railways plan for acquisition of locomotives, coaches and 
wagons. The net result has been that an alarming deterioration in the financial 
condition of railways and inability to undertake the investment needed to 
improve railway transport service and unable to meet the growing global 
challenges i.e. competitiveness and modernization. So there is a need of an 
appropriate financial support for its growth and expansion. 
Over the years, Indian railways fright business is showing an annual 
increase in grov^h but there share of the total transport output in the country 
has been showing declining trend. The railways are generally better suited for 
carrying freight traffic for long distance and is also cost effective still traffic is 
getting diverted to different modes of transport which is harmful not only for 
railway finance but also for country in terms of efficient utilization of energy 
and resources. 
The railways share in transport market has declined from 74 per-cent 
to 27 per~cent in the passenger km and 89 per-cenf to 44 per-cent in freight 
and the road sector share has increased from 26 per-cent to 73 per-cent in 
passenger km and 11 per-cent to 56 per-cent in freight traffic. 
The drop in market share was due to low quality of service. Railways 
are able to provide services, which are unfortunately marked by highly 
inadequate availability of door-to-door facility, high transit time and poor 
predictability of arrivals. Unless the railways stop this erosion in their market 
share, there is little hope for them to improve their financial health. The 
possibility of moving much shorter train loads could become a significant 
option. Since the micro - processor based innovations recently made by the 
Konkan Railway corporation team headed by B. Rajaram, could being the 
Indian railways to the door steps of revolutionary changes like introduction of 
moving block system instead of the centuries old absolute block system in 
train operations. This could lead to a massive escalation in line capacity which 
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would allow the movement of a very large number of short length freight trains 
and this enable the Indian Railways to reverse the policy of moving mainly 
long, point to point unit trains which they were forced to adopt in the early 
eighties. 
The capital base, which includes capital at charge and investments 
from the capital fund has grown 56 per-cent from Rs. 27,712 crore in 1995-96 
to Rs. 43,051.88 crore in 2000-01 However the ratio of net revenue to capital 
at charge has fallen to 2.49 per-cent as against over 14.92 percentage just 
five year ago. Which clearly indicates the railways have continually invested in 
unprofitable projects which costs thousands of rupees but had very low rate of 
return. Even the operating ratio which is the amount of money spend by the 
railway to earn every Rs. 100, has worsened from 82.45 per-cent in 1995-96 
to 98.34 per-cent for year 2000-01. 
Therefore, the railways may not be able to ask the finance ministry to 
borrow more money from the market. To overcome this crisis there is a need 
to stop unremmunerative investments and there must be cost reduction in 
every respect of functioning of organisation. 
Indian Railways currently has the biggest workforce of all the railways 
in the world i.e. 15,10800 as on 31st March 2002. During 2000-01 the ratio of 
staff cost on open line (excluding payment towards pension and gratuity) to 
ordinary working expenses was 18,841.40 crore and about 47 per-cent of total 
working expenses. With this there is also a substantial burden of pension 
liability of the raii\/^ays which was Rs. 6,000 crore in 2000-01. 
Indian Railways with its excessive manpower, has not kept pace with 
technology upgradation and with this productivity of Railway staff was low as 
compare to its strength. 
This has made railways incapable of coping with increasing transport 
demand. Therefore, a comprehensive plan for human development is required 
to upgrade skills, retain work and achieve higher productivity. 
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The core business of Railways is transporting people and goods and it 
depends on passenger fares and freight changes to earn revenues. While in 
1995-96 freight traffic earned Rs. 1529.04 crores (68.2 per-cent) passenger 
traffic earned Rs.6124.49 crores (27.3 per-cent). In 2001-02 freight traffic 
earned Rs.2485.4 increase (65.6 per-cent) and passenger traffic earned 
Rs.11196.45 crores (29.5 per-cent). It shows an imbalance composition in 
railways earnings. The important point however is the relative profitability of 
both the revenue streams. The present profitability shows by "the economic 
times" for freight revenues was +26 per-cent and passenger revenue ran at a 
loss of 40 per-cent. It indicates that passenger fares are heavily subsidized. 
This must be reduced to the minimum. 
Thus, there is need to make corrections in these imbalance by 
establishing an independent rail tariff regulatory authority for tariff fixation at 
technical and commercial basis to keep the growth of passenger earnings at 
balance level and also rationalization of passenger services, and quality of 
service, curtailing costs which will permit Indian Railways to charge differential 
fares which they are willing to pay for varying services with distinct quality 
attributes. The passenger tariffs can also be revised with the elasticity of 
demand for the different classes of travel. 
The future of rail freight in India seemed bright. The burden of 
passenger traffic grew heavier. About 60 per-cent of rail transport efforts are 
consumed by passenger service, but contribute just about 30 per-cent of 
revenues, making freight the poor cousin of the railway family. The fact is that 
from 1950-1970 economic growth imperatives justified massive investment in 
the railways as part of the first five-year plans enabling India railways rail 
freight service to triple in twenty years from 37,565 million in 1950-51 to 
72,333 million in 1960-61 to 110,696 million in 1970-71. It seemed at the time 
that freight might catch up with passenger traffic, which itself had increased 
from 66.517 million passenger km to 110,120 million over the same period. 
However, the trend change with the fifth five year plan (1974-1978) which 
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focussed on improving the road network at the same time as Indian Railways 
came under political pressure to expand its passenger service to the full. 
Unlike Indian Railways passenger traffic, which was given priority, rail freight's 
rise slowed down. 
Rapidly growing competition from the roads, and more insufficient 
specific investment in rail freight, the freight pricing policy (which has been 
designed to cross subsidies the low passenger service), the price differential 
between commodities trend (which makes only low value commodities stuck 
to rail transport) and decline in wagon fleets, made decline in freight traffic 
market share from 89 per-cent to 40 per-cent. In these circumstances, the 
railway required to adopt the RORO (Roll-on Roll-off) scheme of Konkan 
railways enabled carrying loaded truck directly on the railway wagons. 
Thus reducing the expenditure on diesel decongest national highway 
and reduce the pollution level along route and also rationalise the freight tariff 
and improvement in quality of service can attract traffic. 
It may be observed that Indian Railways have long been the back bone 
of the Indian transport infrastructure. The country has been fortunate in the 
existence of a widespread rsiil network across the country. However, the 
railways have experienced significant financial deterioration over the last 
decades, diminishing share in the national transport market, imbalances 
between freight and passenger traffic earnings, unremunerative investments, 
overstaffing etc. This has hampered their ability to modernise and to achieve 
higher efficiency level for the benefit of their customers both passenger and 
goods traffic. 
The time is now ripe for the railways to launch a bold new programme 
for modernisation and expansion of key remunerative routes. The railways 
should reduce the subsidies in passenger fares, and rebalance freight traffics 
to economically competitive levels. There is a need to reorient themselves to 
a much more customer focussed approach in the provision of both freight and 
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passenger services, so that the Indian railways will become effective and 
there impact will be felt largel>y'on the movement of Goods and passengers. 
The recruitment procedure have also been streamlined. It has 
increasingly been realised that the Railways are not functioning with great 
efficiency and economy. The most serious difficulty of the Railway 
administration is that they have to face a very high degree of political 
interference in the administrative functions. It was also found that the wages 
of railways employees are lower compared to that of other departments of the 
Government. Despite expansion of training facilities, the performance of 
Indian Railways has not been expressive. 
Collective bargaining and collective agreements reached in PNM and 
JCM prevented industrial conflicts in Railways during year i.e. from 1961-62, 
65-66, 1975-76 to 1977-78, 1979-80, 1982-83 to 1985-86, 1987-88 and 1988-
89, 1991-2001. Workers participation in management programme, which was 
expected to supplement bargaining along with PNM and JCM, failed to 
prevent major industrial conflicts in the year 1974-75 and 1980-81. Major 
conflicts were also caused by union rivalry between the AIRF and NFIR. Lack 
of commitment on the part of management to unions seemed to have 
contributed to the failure of labour relations. 
The analysis revealed that there were two contrasting trends in the 
labour relations of Indian Railways. An attempt has been made to search for 
the positive factors for these two trends. It was found that the Management's 
labour relations orientation (adversial/cooperative) and its strategy for dealing 
with the high power unions (attempting to weaken the unions) allowing the 
unions to main status quo and seeking the cooperation had largely influence 
the productive efficiency. The approaches and strategies of the management 
could by an large fit into Richard E. Walton's framework of managements 
labour relation orientation and its strategy dealing with "high power" unions. 
From the analysis it is concluded that if the Management adopts a 
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"cooperative" labour relations orientation and allow the high power union to 
maintain status quo and seek its cooperation in the Management it efforts to 
enhance the productive efficiency of the organization. Conversely if the 
management adopts an "adversial" labour relations orientation and adopts the 
strategy of weakening the high power unions, the same may prove 
determinant to the Management efforts to improve the productive efficiency of 
the railways. 
Thus it shows that good labour relations are contributing to productive 
efficiency. The study further reiterates that managerial militancy is equally 
responsible though not more than the union militancy, for low productive 
efficiency. Now a days Union Acts as a responsible and constructive trade 
union. Thus due to Union Management Cooperation strikes are declining. In 
order to know the opinion of the workers about the existing problems of labour 
relations in Northern Railways. A sample survey has been done with the help 
of questionnaire to know the degree of job satisfaction among the workers. A 
random sample survey of 100 workers from Northern Railways was made by 
arranging personnel interviews with the respondents at the stations, railway 
offices, trade union offices. To know the reactions and to locate problems 
which are not easily in overt action of workers. 
Some of the dissatisfied aspects in Northern railways are fewer 
recruitment have been made for last many years. Employees of categories 'C 
and 'D' feels that the recruitment policy of railways are oppressive and 
exploitative nature. For the promotion policy the employees feel that the 
productivity and efficiency must be promoted while showing dissatisfaction on 
promotion policy demand large weightage to the seniority along with merit. 
Employees of Indian Railways are not satisfied with wage policy they express 
the dissatisfaction when they compare their wages with other public sector 
enterprises regarding the bonus in 42 per-cent opined favourably saying they 
are getting a minimum bonus i.e. 2500+DA x 60 days. Each and every 
employee receive less than Rs.5000/- Majority of respondent reported that the 
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management of railways does not encourage worker's participation in 
management. Machinery operating for the settlement of disputes are not very 
active. It is therefore, essential that the management should take special 
measures to increase the job satisfaction of the employees of Indian Railways 
to increase the productivity of railways. 
In brief it is revealed out on the basis of the study made so far, labour 
relations on the basis of strikes are satisfactory. For instance avoidance of 
strikes in organization should not be the ultimate goal. The labour relations 
should be judge on the other aspect of labour relations also. 
SUGGESTIONS AND RECOMMENDATIONS 
• Labour reforms must be updated to empower the Railways from 
Grassroots level. 
• There is a need to make customer focussed approach in the provision 
of freight and passenger service. 
• It is extremely essential that there must be commercialisation of 
Railways huge investment by taking loans from various sources, by 
disinvestments of productive units to modernise the railways. 
• Railways must stop unremmunerative investment and introduce 
performance improvement programmes with improved cost accounting 
culture. Once the proper cost accounting culture developed in 
Railways, the pricing, marketing and investment policies will evolve 
automatically. 
• Indian Railways must take decision for right sizing the manpower and 
the measures must be taken to raise manpower productivity and with 
this increase emphasis is also being laid on retraining of staff. 
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• In order to win back the traffic Indian Railways has to move towards 
integration and partnership with complementary entities in other modes 
of transport system. 
• Before recruitment a thorough survey must be done by Railway 
Recruitment Board (RRBs) in order to appoint an appropriate candidate 
for the vacancy at proper place and time for making recruitment policy 
more efficient. 
• Wage policy must be revised, time and again so that the workers can 
keep pace with the changing world economy. 
• Participative management must be encouraged to make employer and 
employees relationship more viable. 
• Workers must make aware of the training systems. They must be 
encourage to take up training, required according to their posts, 
departments etc. That is to say that the workers should be accustomed 
for the sake of development and changing world scenario. 
• The management should adopt a cooperative outlook to maintain 
cordial labour relations. 
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ANNEXURE - I 
The purpose of this schedule is to collect various types of informations 
pertaining to various aspects of the problems of Labour Relations in Northern 
Railways. 
General Information 
1. Name: 
2. Designation: 
Please give the answer given below. If the answer is in 'NO' than 
explain the reason of your dissatisfaction and give your suggestion just below 
the line of question: 
(a) Are you satisfied with the Recruitment Policy/Procedure of Northern 
Railways? 
(b) 
(c) 
• 
Are you satisfied with the Selection Procedure of Northern Railways? 
• 
Are you satisfied with the Training Policy of Northern Railways? 
(d) Are you satisfied with the Transfer Policy of Northern Railways? 
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(e) Are you satisfied with the Promotion Policy of Northern Railways? 
(f) Are you satisfied with the Monthly Wages and Salaries given by 
Northern Railways? 
(g) Are you satisfied with the Bonus paid by the Northern Railways? 
(h) Are you satisfied with the Provident Fund Scheme of Northern 
Railways? 
(i) Are you satisfied with the Housing facilities provided by Northern 
Railways? 
0) Are you satisfied with the Medical facilities provided by the Northern 
Railways? 
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(k) Are you satisfied with the activities of your Trade Union'? 
(1) Does the Management have favourable attitude towards T U '? 
(m) Does the Management of Railways Encourage Workers Participation in 
management? 
(n) Are you in favour of organizing the Strikes? 
(o) Does the Settlement of Dispute procedure is satisfactory or not 
satisfactory'? 
(p) Are you satisfied with the Redressel of Grievances provided by 
Northern Railways. 
(q) What are you suggestions for improving the Labour relations in 
Railways? 
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